


Institutional Archive of the Naval Postgraduate School 


Calhoun: The NPS Institutional Archive 
DSpace Repository 


Theses and Dissertations l. Thesis and Dissertation Collection, all items 


1984 


Analysis of selection process for management 
education : Korean military case. 


Park, Durk Kwan 


Monterey, California. Naval Postgraduate School 


http://hdl.handle.net/10945/19144 


Downloaded from NPS Archive: Calhoun 


Calhoun is the Naval Postgraduate School's public access digital repository for 


j IC D U DLEY research materials and institutional publications created by the NPS community. 
FW : Calhoun is named for Professor of Mathematics Guy K. Calhoun, NPS's first 


WW KNOX appointed — and published — scholarly author. 

| | LIBRARY Dudley Knox Library / Naval Postgraduate School 

411 Dyer Road / 1 University Circle 
Monterey, California USA 93943 





http://www.nps.edu/library 
















































Age Â) 
LWE ETA SRM a 
Di las A Ai COE are ta GE KE 
go A a A RAI aE o 
E uw X A ER EC Dye rr Wh. à : 
PEER AH CR E R CON. Kee CE ES 
Ps bos D m e CER M » G E 23 
CAN P HAE DE (ei as RAR es A CALA Gen NOT rp 
A sii Y PEDE < PULA re 02 dre DO AE sëch Deve FT EA G 
LRU LS? NI M Uh de WC HS AN £ A D Pa p» M D 
MOS «hi VO AN MA OCT Y a EA) a WRITE IR RR DEI 
aunty as A » Es $a C (NC? PA oh nte LER UE LC WH di LE" UAM 
. bid DELL ED PAR YO GA "t Na x D ala hi erh ry NN DIN M HA KIND eh e y LE VELO 
AN ST Dt : AN, A M Hu ae desi RUE KAA e [3 VO a i AS ATA Me RACE dy ad 
JR AC S SACS a TON à Wé p bray bid f Kit ra VL RANA LT b» q veda wi D e LA. bic ^» CO 
Y P P : l AN Gro Krk OO ee DO éis AHA NNN ban Ka 
ae _ X EM e dee 4 TAU A. Y Urea AA ARCOS ou yi AL? a Ca 144 LIIS ern [SC e 
é Wi DTE hos Wi wir Ae á Moe m L Ro e wi D TV he NON Jun än ve NK OLC P ^ A ON May Fi 
AN F (EE d "um T IB. 3 "Er wo A Vus Ais x SSA OK A T is A are [OE fe ka 4s EA Mee o 
E^ P N p ESE -v 4 L PU "DN 1 TE AD 4 Ree WW KA SE dek A K SLT RAGA NX KTL 
e + D E, A 4 el e? TETE ATEN x 9 ha MA QUO. Non su AN Eb la Sekt? Am Aha LED LAN AO 
AER vas TA m mè j A e Age? e [A XV V res ES er n TA W MONN A Ver COX 
Gm OZ Wi COMME SE. À nee yes A, ke RELIC’ Ch à ’ TONNES qu pde E ee pes ite, 
n Er SR eS MAN dan PW pi oi deër à YO EA (UNK AGIO Men OR, Cas M DR B dE Kai Ae H CURES 
1 WOW Ta LT EO J LT AR LUN DKW D AN SLE ui Li AX DCH WEN ahh? n PRA, AA lè ai dé 
L EE EC $ ent N D p3 ' Lm * 1 ae a y. WW MN 4 sì E Ki ji DN d NUS MM CA HE ba rer EN TM KN OX 
d wn a A VC, D 2 a SAA Hoe c R A aa LETRA y de NE N ves ro ir o e RAT WAR, D 
U En kal A n LAKE: n. BE uS X mar LE MN Ma P Ve L'ETICA. S (YL LEE: USCH L © Ag apt die 
E. as "e de 44 va NE D MS LES up ^ d > Ki? KAN Le) Ve Pa H D ` dch A CN iech 
AS | AAA NET Fn KANN? E d ERES WON E E E 
5 E JOD d "eec euer TS "es on A D IN a AN AL i E MH Ai a+ LE FE 
' D ye 8 H 133 4A ala i» vx Jm Eutr. a d LOS) y api so KA Hiehl? T bn pie A 
E xr ae NL A re Lee, Bé EE e EE E 
A tou " ENTM ha v x AU de? RO " is. DCH AN ^ BA A, ENT i U Ka AYE Yi SE: wi " EC Dn cher t: PERITI SUA UIS eR +» E Mele eck Geer? 
a A pue PRA LE LL dee ; Pek wt E ee e HEEL RA KC LKW? um ET on TASCH IX A 
n , E VW VOA. d LN ju ta NI wae ‘ali DEI 4% E H D AA f Jar K NE DTE rte Lé sus LEX Xm DN Edi Map O nd Dag D 
y te + a TM d deet CRE YN Nh V AUS ey AD LIVE LEE ap N da aN a CEV 
N n D [E HAD DIET UM a. LL] PES ie mia aen X. c a, ENS D mad do 
i nar A uc ee Be AAL gi Am NO 7 Wa AER oy ENTRO OPUS ATO E TRIO 
i | 2 A T M VPE DOE LANE WW o ME x K NA Yo, AAA W DM (DE L Nes We ren A ihe LEN Es ANDA COS TE A 
K A i V es to À H dl Kl Sugans UN r q^ ie AEN i An D edi TE dii KK NEE SE Go tee et t n ied, ` COD GEAR war 
a m la TEM. je M - E 14 k f É NS Lak KN x KS SA o "y. ANA ECC a a MS Ç EON PENAS KE De EE m E 
d i UN DI A Béi D H U è i y k " PLN DON a "ette REO 
"y I j we e: LA i x A pu È sè VW A yl 1è Ze PD Oh) VS EN Ak cd. ^ Se x ACES n E ec EE ebe td SN SEN A SE 
Ds Bg. A d AT Ca? KO s A i ON AUOT EEE d EN - RK we EY rper RIN A QI Sa : K AN 
: ON C ' d GA he aw nh Moa dd AMA la WW AND Ku ab? CA eng et. A e EE Ge te 
L D Li E ANI NA LL pi a KH Le A fe ic CX 9 D Na k LIS SN in ANA LE. 
Ç TEN ’ m x LM a E AD KÉ, WA W fk DI DD XB IE à p eh ee A he (ek A ede t SE K AA E 
A n n D LE a iba > H LEE, Y E th AY € €. . V ki Mt kx vh ^A nerd: eius SE E È Cè 
n > D D D) v NI ën DE 1a a AH À Y U x = ew YOU LX CNR C A L 73 Leg fè 
a n D gi m X 1 d 3 CUTS ur Ñ Mi LAT E AN RL K Kier OO 38 A DOEN KK | 
Ç be ir a nur 3 S ON LU A EA 4 a NA D M VO et ANA A ete DDR ale eet HON 
ai È P a m Man K d T o RA KC "a. av MAC DRE beet ky | d ri ^ 
` a de A y I MONTA ATO ` e A XL kT Pf" Whar LIRA NS ALTA NE ‘ey Vay A OL GET Mn af UR bud PS a det a "ON w“ 
E Uc D M o n A, e NE ent NS HA? AA Ae. é Le T pA ARA » a No. A SÁ [EI DEBT A Qa L AN ghi. d L 
; | ` p XE URN LS. | RE ERAI TM A ec Ue. je GE Ae KL aes N CA K LAN Trn MAR ken d 
ki n 2 . äh EC det A CEN! E ` A My aklè a NIE, yo ME oun yi a BAN NV DA DI b d Nie Oo? FAE ere 
KE e n " ki "al e PR Ar x " A " M a L V Sa pa y L. x LE i a 4 Ke (WE M Kä AN, kA Re LJ E M MORTA ^. AN DA) teal te ketal be [R N te 
Ñ OH d J < D O ] DN LEM P py elt me ES KA Can ” bed Y ch: npn XA? 
A : xU Wee e Beer NU Ky 1% U S O AN Kn Vi M ek "Ca DELA a ON on EN di Or D rA pe (esch) x 
HR 1 K 14 H N sn san, DE A MT rS AR XN n A EA AL ad LADO, EM À o NAL A TL te S d LES ERANT Kä AR A AAA Run WP 
Ke n y KI Wë A AR Pre: D LNS ^» PAN AU ar E EN * KAN Vat AN AE sa KEE LKA? qut de de ai e A N 
Pe We D Ç Mia wie om (SS, KA ij "To A VAN wa A CY $ nt Nag ASA VER TT NÉI LA E RNA eR Ux hee 
Du Le or 4 4 t - di (A ^ pa. n : 3 E RE + L SN : "n RA I Ge KS CX EY e VN sa Ne A M e n M A T y ar ES X 
Ñ n Ve d Py ri Gre? q res PE wi aba. LUE oM ROUS TS a ved «hd. o. a XA Se WA ad : 
SE ch, E Mt YA MN VALLES Ch e E x > ran LU Kei He PS 
E É n > a E Fo MT. d d M. Sex ak Wax a. vt CH UA ob c. a ti SS n AP CE CE N LL Kc) SH YON A 
E ' E H TS A e OR 4 a L kò LX = X nar KS GA? n Di LX: “se w PEL youn rv ees 
| i | M Ka ok d Wi KA AA SOU E^ Ho n A 20 D 8 AN W N d is CRON es te a don E d MO ee V Ka CAN E C d NCC Si 
o EEN, | l n 4 o? RIA: Y O SORA SE Léi Geh EM eg A Mra K NL NN Kee Ge VC NS 4 MS f G GE | 
Ç k NA = - ai as OUR À LED * H (OCT a fiv ta "A, lad MN T E t LR n d 7 
H H KN? H + IWE EM) LUN a a E $ à à brit ws L 
: SE, n TE a nn va A, d A Ma i L BAAM : vu h A a E mu y O RID Sete KEE KA ee NEE RER EE 
È 5 CNET n RC = a CA MU KOU 4 P WS i EE e (rd Kä D ENT A hh eech A ee Seil PUR Hl Xu AE 
k E DLE a ES È ERIS A Kéi d A É TA Ni H “he NN AE sas k Lekt e, LC Ç AL NA A ks L T I ae LU at 
È EC A A A i ti du Ir ki A LA 4 E TRUNK Kai J gon H WE us poro SH Te Ma A. LEX! Wir KA HS LOL k) eV. d 
N do Ke K ta E AR i Ye a LRU E NC / an TWA TO X eos E ae N Diät Ah i NS Vedi hai 
4 d st da ite ` T C PUT DI AA ar AEREAS AA Sa IA eh e) we Ade mel 
dE N U eo Y D n A V n DN? äi 1 Ab h B i H (LAS N IN a Nate a pra kal Da "E n Ch a dech ^e 
A : x g èg TA a A d A AR K FAN 0 in PE Vd n we : OE WH EEN A UMS DEL ERE BL 
n ; | TORRES | IAN A uy LE E NAT A REAL QU ETAPA REDE E id PER 
È D A m U ) A'Y a, gala i y X A Ww. SA KAZ KS H A REUS RS A M Se ag KN Cas MK SEA? SOLETO PLS 
n à MU. M qn? L DA va Viol Zë cw AS, Vo MA ay A VE wa Sek CE SIR E Sy AA kai Lek Ad 
A A as DO te ee , Faass, ^ Eo E) R CR A We ren VU T de Lé Lä, Rd À strada; Ñ erat WAR he A) ` KAN A DOT YA de Red; GLAS 
ta Ch s LIE (MER) * a 17 "ai vz Yo Ñ T LA n us VAN = Vais E qut bé A fe a n ES OCC et ^ AX à ART 
er o ^ è DE ké, B. d pi hu W Lr TA f GÉI Da? Kë Jo 7 g yen Xj, S V se^. cad ka PAK, DP COM + E uen es 
: : S R.A É 2° no ‘gi Vai 4 Le oM. EO. org e CE A U ANM ACE and ' pè a tX EX Ao ce Ak Oo 
a c d t d n d T j ^ n E o 
| n " si A ans "et va DA N IW È PA midi v M. I U QA YN Hy Sah ok? ac ws UENIT GK L RT A AT LC ue cb m 
SA a ME i Ae RD 3 E Ey K d | D A K. M N SX a o MA TAS PROC M ECH De CET Ron k'i ESC [O lak EN 
D P E ' H DN d AS RO DW Dv wt a. y 2 SETA K 
A 39 D ae à 1 " d vn N ayè Se ki s » Ge ho N d. E E, EN AA n Le ns bre N dw wi CR a A; M a LG » ik A 
D : 1 0 b Ç A Cs Ur WK. E P ES ? d UA K 
A Wa 2 D B A d . WU Lë Ka È sv E CA ye e oa "c PO d SA X FA e Jou ; 
| B Li D œ ` d LI Fe D 
A f E + ha! y a a wa} d D OE A Er y lati dk? Té e erh TA 
1 WA E n Ç L Ir € "K a er t k d A 2 NES A DE eee wk mn OROS Vr SH 
OD D SR hi 3 i A 
. L n son ae ae M N AE. MA Sé e E es pd RET STUNDE 
TT y 2 A Ce F Y H Ab A: (NN Y yi X " CN at x WA Md vv. RA Mier K EE S 
. E k a : ieee i p "RS WE COR EN - A Pt 
ni df vi E : EM mia OI OT KAS NO ODÈ MARIONE AR ER SE Ge 
i q A L n i SA a EL PERTE H fo Y hue » Ho K Dk, NNUS EA H KAES bb äech à 
Li LN. gd: ES ni ue V x DN wl N X f ão ers K LE kk NO. y Tes 1 C x KA a ES LA 4 
E "mn D D è a A A " PA DC b mi M PR D k^ Han 
B E WP E W WS: A A» EOL PCR E ASA Kane me e EC! MEAE 
D E D 4 H DEA H y mé a £ 
ES "a e = " "3 n N A » A 1. * OPP SOT ld Ak ` Enc " A A i $ AT nt + Ny A Pci k4 w MCN i 
a ke VC DH D A L WET x E LUE Orn R ar da YA de d re 4,1 CS, WV 
ké q R aH al 3 u Dei H ae "Ké Ze X Ch N N Lè Fi LIT l r^t Ce We M e ES L Pin di 
| a aa WE EE, OT ENS A 
a Į d y A "m d ? us JM VEA wn PR E rh M E Ne 
LII a 21 li d A, È " 
| i Ç COH a -—5 EC. Tt 8 di x MICI. d: ad $ Wa CA i È Fi 
d t È " 2 x a = * H D RA E ` EI" ü A r R A b E e 
A D PR = A n È d n QU | LL AP, È y E. TON | " i 
D H i D H VUE n 2 D LNW D k Kë x A. 
T $a K " "UM A » Sé, A D LN an i Es 
. ek D D WM É A L ? 14 m LA a H +. 4 Ç 
7 ki DE FAL] aa " = D A al 5 G sa 
bolbo A a g ue A ak A uU A "da D 
ra a LARA UL 2 ya 
Li Li U , D H 
n ri A : D 
ES U E 
LI 
D 4 LJ L] 
E "n è 


E Fae a I E Pr 
WAN e EK 
OG ee FAN 
oe ab T h E j 
G IRR TT L bag, AM Gel 
CG? MN LA A CO by q 
E Ka TM b ' 

- D LL e N ? 

» y ys wa fo Mou 

A H , & Wel Wi 

va L i a at 

é so WW E 
H E È 
P DH - 
E Eo s 






































































^ Ph éi A ES ut ^ 
" w VI e 
eh s Sr? A SE A A KEN CH Zu È 
DES. E EE 
(o 1 TE a Ae e MH VI. 
= Sé N T n SEKR hb A 
a y ^ 3 D ate E dt rr RD D "Po sa D EN 4 ees E ON FARE ANA y 
H H N L a. N <l 
y SÉ EOS Sr A NUR. Get SCH te KIC: EE 
H U EL rar T PURA A A CA ES è PETER piy tw het ka 
E e A "ne a, H dE ON, at NS: M. ni TRU CET 
[y A H a E SO CER. EMS IK RR. Cé ? N Sai? p LSr DO "P 
EN. KE AEN, ea d. Sais? £l Pari PECES E 7 ar; E ayi DE, 
d. Ee s Ci XC A Da dl std 0 a d ACCU SCIES 
A ee ere Ñ t 1 24 30g | e, "A os ki doe AA) ft 
Sur 10 y H ae UR E “a d H D l Y CDU 
e HR ni ` P Pad E Jn i K Vi >] MID 
x pe d e È a e S n a ; : hb È o A H AS Be Y LTTE 4 B A 3 
n x a S S T Fin LT ` atas a ki W; à . 4 4 n Y e (e A Pa M O Se la: 
Ra [ELI y "OL ; A ^ PE a 1% D È n ne M ES P H ` E à E E Er. E 
a WW E ites mug d M ^, D sue N A a n Vu un d + om i D DRE: ol CARS: CR PERI 
n l Se n È Pi A s D ges a i à a Len "2T P DA C € t | 
A E Li DEE A ES a a = e A "m ji È E e, H iu 3: Dé D dL yon fa ON a K PRD of i Vd 
E P v Ear AE | ` 34 + za, H " L a si Je H^ 5 "of QU. ELS kak m SAN À A Ñ d Le 
A A RI eler A gra A À DH De M L ES, Se wegl We AW TU NAS dé 
. D NL n Lè n - n Dama d H CR. + f ri a ré A rm T e LA 4 CA RUA d cun 
Lt H N H i ieee U ` E 
à ri E) A A ^ si ^ LA E Ven Maec J 2 ; 7: “shes n A "EE Sech T AS W. ] I M HET [3 
t U a VW ` RUI Pa E n n P VH tos tags $ 
E ei a A E d n N U . $67 "o 08 Sa 7 A ct a + ex 4 FA D UM iy fry Tm d Ee 
S š er í SS Ro D D cT. I ps" L I 4 | IN E 2% ki Ars 
g H ae " | fa ' Li e 1 = ! 
a Ss ege a z U igs s Ger (OM a Pe A ah > au 4 > es k si a 3 | -" ai) D Hi J i È E es n 
E R D D CARO p E CS P F ‘ N 1 "ng R MAT VN b £N y 
A 0 1: rig? n D n Y E. Cie. + Bi S BA Cé 3 NV 
` f Put P a Ç a w'a hi H an y à y D i Pul He Ni Rr. AE | do Sé P 
d a 2o NP D LISC al A - z E 
ON US NE reg T T ST AN 
, ops a à g Ñ d f L n E H » Wie AN ta L n e fè Ue TIN L a M 
FED A L " ne. ta f a "n" 4 5 4 di E » & gd: GE Ag eS e Si D e n» 
H n D " 4 ve 1 P" 4 dI ns y 
5 N AU) 3 K Ju 5 N LET HE As SC Sn UR) Pi 
È d e A D 5 CE - MUS vara cg P 4, 8 luet d, ZE WE m 
| 5 - ! ER n Ware SEA € He; 
i | D TEN ZEE | TM GO 2 SE AL ig k Ex $ s Vp YA sh L TAGS CIMA E A Sai ko ki LAA! EN 2 
D È D A H D 4 4, A " ^ 7 D e ser LS Aw A ni TUN EI T A nv SE? T d er GU. Ca dré yo 
E SC a JR 1 at s ^ atrata Q “ie: È, H E 4 Tu s y WÉI Dei kg P e Pia o gen ES l 
A PIE à NE e E E os E el P F6 D IL dr éd aUi ET KENE KA Ee £ 
um n A A pi P A A , | m "Ere “ki; re Fa C» L uL. Sè «A PL È (YE UE e a ; 
VE H H : d Ge d KÉ t D POL è et d A s i a p L à x 89 : D] Yn N Wwe GE P fe Uh ^ POP M E KA SA Yi Late, a 
a Ù Ge , KS ONE po w n E pat "rg G (722 FE dS MSA TAN ui^ Sec vr du 
d N A L Li ; Vë n Pm sa va L E E DA ne T E d [ È CM Era K RI LUE ' n + y e L 
y H v ; "e v eds dé H PE D SEW Gr Vai à d E Ky Em P tei ME E A 4 kp 44 Gg 
3 - a e f L ` D > H J D 1 De, N A 1 HA P É 
| \ a i n ^ yo oa U SE E A Gas D 1 PRA A DE M t 3 4 ^ Tu 5 a? A TAA U P 14 D Es "T Y rie H + » b L MALI [^ op eee Men da DOU 42 É LA É Ei 
é 4 a 4 m D A B 
A ki H Z d e a A. a AA A at vas Es a a mi 4 a ‘ SE zé, WE gs d A LA fi sa "by dÉ 4 a E i PD und er à Jd P nf s d FATA a 
mn D a nos 5 WMP A, A n ta a F SEA? TR A n» en E BOCH 
e A H A .» D Cup? EI EA A JA) Cer T He à FM " HET M A ek, 0 À b R cet 
a E SE E A e ee le ene DEN > eX po dr D Cnr 6 * m E + q Ag W AS risi el fr. VE A 
n P " P d d 
r n o U H DH s Ñ L PD DI "y n S a LL pi A H us (E Ge Ñ VRE vT " Gs pop stated G CA 
n A d x 2 B2 Ñ Y Y. Um o SIE Kë ae E a d GO D c A. * y? d le vee Ef ron A 
a N . E 4 LS a ta 1.39 # | YO Z TV O y E E Lean Ze ie + PPT 
U 1 P POR. A WS ki " p da PO A UE ) n f a ry : f è DNE na a. 4 pake D m pe PSE a I f Kei (n ta. Lie VS EA A fe Gët EL 
= ^ LE] dis A ER? (ai m rM rsa a Tre ar I A WAN H nre d , Aur A ` 4 4 L SR D x MW i LAJ bu P d'un EU URSI KS 
va n SE, n ta NK, P D b ; e Es Dou Mp un hA A p ) Try CE Pr ie er. Am LA 
P 1 DN CHE) N ñ HAL ^ H H E. "ow ee) 419 + d^ w La : T Rr E B ^. NS «a? 53 5 Ts V E TANMEN gei T ar Ze DP f By "SE 
H a - n H ' "m, P ELT] Fy A A Ho 
: FC A "V 1) d » E za Tee 2 O 1 P H "P M "d PE T gx e Depto be le GZ dé GET is 7 
A " S T] JA U E Deg ES DU " Vi E JT Fray ALL ` Gi a tha hot. n» f č MARA EAN L C.A ES CR D v 
' Ç a LT: A d ` D d n N T DO SEH P 
| È Lu RON | "n , È a s ER d E E O go a S A Ms. ICI IN ste SE Y La "E > rau E S LEA EET mabe fede 
d 0 ` Eg Pesci uen O OT DU C a S Kéi NW Ch Kei f LEY n sales ag WE VARY P) e AE E à HAC ae? REH 
EE EEN Gu EE LO A (E CES GE Mk 
ri ka " 4 DY S o LA AN N 7 S A V r e È N DO = e K U A n Yo PA D LE on vw LAT Léi F 4 (ia t uhi nén. É pate e 
D H d 4 an n d AECH) 5 f s as E TIMENS n JA PP CBL AE GAN: e PANE A 4t + a a EG Wi Kéi t 
Dres ‘ d > a Le dat KE P UM E .. H äs RAR CEE vy CAS vh EE L G c À YO Ji eem OFF or de ré 
s L 4 4 è a A ha Sa Ma a: ka “a Ue DR H pe ES Fone | rh va Y f HIE ze Zelt SV JL ai 
n D I] n gou was pè ‘ = ` 4 D E E D ad > 2 e ai A CPR e Ot LM re, HR mA GO Par H tol HEUTE Gë 
rmn " D to E DE n Xn PIC pa Leer "P la OR "un e iJ LL KR ka d DEER pee, A e E YU Noc eh ^ Sta echt aka ES 
4 D L 245 5 = 5 nè D rm «E dae n. A Fees 2% Var eN "o, Acn Y A dt A LE LC a vA G Din Dë? H (RE? t Re Th iA e 
Et DE d L ER an DP 3 D N 12% EAS OI i Be Hat (Ge D WI? [ DI Hn (2 Di BS ARS TAN DC m gi HA A d ke Jd 
D À SR =i? "X ri a? m d. K hè TL DO MEME hé ri EE ADAC HET TAA ee 
È va pi "EO ae an "Nus : e. ee i VE n ma an, Wo a kan $ NÉ ECH i dëi E W vid de RR n HRS run wy 
A s È a PE a ae GL ` AA s ELE AT tw À d. Tt, È d E RTA A) Kay E WË: Wa eeh ARO é dra 
D D #1 1 4 D m Le 7. 024.3 DICI 49:4 AY WË e Déi Ge Fi: M Na CH. o” KU Ge, rnm sei, Ge Cé wá Lens " Toto Ka (STEI re ES 
a ^ è E " H EI A D ^ A n rá mz FO y adf n. PET x Zei Le Kë Hu H 22 i y pes "ee C TA y e LA E 
P A a PL x See IR a n pia rs ALI AS a, eT V fr? PES BR. H ha "IPTE M aee i'i y T RS ch Kä ba "d ED HP fre ` 
L f A L dus a ad PI DARE a VE Ns GE al Ae N gi v # pr A OLO D wi fe Ce H b kal e a rye ep Gc acti EE D UOS (e Sir: 
- H dL EH "ie, y Mo Mu «e ION. Che WN" A Pat) HE t^ NE EN ad d aay x EA Ka A oft s ua en 3 Lé dE TD SEE PAT) yon " Bt 
e A P. am ' gar ^ dur E ur = Perto m m ra É: Pat E d SN er ki E A SL PR d NN CH fe Ee E be E B SE ki FILA CH us UA GE ch 
Lo " P ^ A En D HC ` y rea E E REO "i E En biet, a ve te A RAZ 7, Wo a FP. Zb SITIS A LX »4 Or Bt ey qne E Ze gie 
Ser j EL IM AA O E d CRM NC Log D WÉI ge Ze DAT ak WI ado NCC "ET adige p K stin MEE: LES EE SE ata Be es SEI DU 
j D e LN E E Pr; e, AO DR ON H » EL St 1% v ++ Lis uj e D em nw cu OUT Lenin Mel? 
d 4a. dë H * d ` e Fay U ba re 4 Ln 4 “ris te Da m io ro. PI > A Li Nur PITE ATI TA wt L WI LN TEC PTE H Geh A 
n U 3 E i + EE 5c DA e “ N PRO. Gah N WATER Kë RK EE ERE A Dn "vi yv ^i C 4 
n < x n Fads " “ n IAN P me EU 7] rp. U RAE “ N. n DESCH) SEC E WV RA de POM GA L PA PLS TS BY 
4 i U D PA YA : D N 4 e EL] un DT I "m Ds sy i A delia Hi » we fies EP Fs $ ad KA JU: m SA) rz Yin bE E Bode. Ze b 
m ib di p T U ET > a Mi Tu EE ie td a We, NW VERA MW KL ma ub DOE y Aer 76 H Hm yo. MU 
NE GEN Seca i ET. ie Se ere ME A n E OU b o A A Ce ES hn ee MOU Ud y iN van DN qu Dos UE SCH et e d N AE a 
Jd L D 1 E rar a Pelo wl EZ n EE vd run H d A LUTTE M J LI q yo 
a L TELAIO 4 y 1 QD TAM K ZZ ap NE é S sd ON ON bars, DI 4 tÉ aoe Kg e; Jt w HN U R We DO: e Kai Wi NA y IA We, YÉ diy a" NIU NE 
a É M fo E. sa oo VR 3 ttt SICCO E55 OE i CC AU E d eat d ey "Ka e PUE ^d ya On ELI DE Me ud n Ry ER SE 
m^ 7 D ta L Nils VW SS" un Se bah D P Pied ES E ACE (Ce kW CTIE A PU RM HOER 
E Son An D d fa E r n me mee si Ve OL a Wë? PAN d D see P £i 4 hy 7 e IA 76 MAN T^v ww: FI L CO TN RTE 
z n D d et H L b MÉ E Wie déi äi KE : 
"n AAN s i Ee T Et et Ç d RC 11 r E [4 an n E D um e ` ip Hern Abt Mies Da d » oen d CN i Weg a er 
nd A E L a ki 1a E RRE e RU FL i. te 7 n T VW D Py un KH na “n se Da m Gales (WA der Jul 1, éch qe; 
Ñ : . "go, Es V eroi A pè Sc Le WRC RAR 
O E Sch - DEA VE WE IE "M dE E "y i ea. pe Mn SNC DPA TU dar a Pc koki Eon Ha. Kr Er 
" à a ta Des i A + D x Säi D Gg HS ert? N ED DTP [ou e SAY PAT id A 1 
P] ç re] N ` PEN] D d r LU P i LT) e RT L (d D F y a d EA KC Ki A Ma COP K VA d Nee AU Ed TA Ié EE ÑA T e D deele n ta d 
P r , N^ D P H hr " n H 7 D E IN ZA d A 5 A? M s A end L PR, ki den VR H FA Lee y p l n AT E a TES 
d DH E ^t AT] JF Ç p4 ^ in a CRC" he M 
n D En dr {HG yng Gd"? A UE T Kat Ernz Ku E 4 LA =p f M - V S 
" Das ha E » dit DT CIRE PE ren DZ d US EE nd KZ age Dé PS oS me i 
" * A USD ak Wu ESOS 2S owe Pone D H.E ki AAA DÉCK PU M^" D 
“rs pi DIE, Pr4, + ër AT VAN "ATE Lé: Gr dy fa EE) 1 pee [ 
aa AU ITE B C L AE yi E E E EE 
li w D GH Ty TE i che Ñ a VE G Ha HSH TI P E FEL EE S 
"E A ET: D TG "FERE tor nbr MdA os a ty ED d 4 IW PRE 2 FPE 
"m Ce H É e ala MI Cv Pian, d EE ui FETES n Wi AT Fr H 
d Ki Lei vil d M a Mente Di TA W D E A E o RAR LUND Uu SE E unies 
Ton Ka OR ^ neci A TEE mi dai Ge OR E i A E EVE SIA rara n GAN AS VS “tng 
, si de d DO RÉ T Pes PAPELES T Fach rS Ce dg KU PETE P ” T A 
PIE TON dr H At 4 89 gi pa ei ve EUH py ye NS ` e ors ? 
A P ad D Ln HA dam BAG D OC re tn se DN Ré E P GORY PA RE d. AS A T UE n MR 
H IRA L Jd THO E. POE DEC To P Ph VC A) OR ws LEY C M y 
f : EVER RAT. jé yeso ECS SENTE CCI e Gët Ka EE eh 5 e 
VER n N T dé Etre PE 1 ALS Led edy da e BM el E KT A Oh Sr SE dd nan 
" L i UA, 4 vag an WA SEI "kee gt KU + MAD A BEE Wal dd y. Pa 
a UP 7 A Nadia n ASA H ALA A Wi; LAJ Hu: rt y IAM P A L LA A 
^ - jS, ^: ki d E CLS Gi fal, Ta U de CEP, CM IW e VE, G a R' Gg Laa y 
m d e AOV AME me ee D: MH GU Of Je Wéi) Ai wt Vnus fs AE PAIA di ie? v 
A T È ca de O d Le UM n TP DE (ei ré Ke ERRA d CA GM, H a ea RI E 
e m nu Lt PT OE L EM: wr tin LE dir o HE eg c EN KH d 
H " N "E D é E 128 si N i, Hi L T ia Proh: E vd pen c LER. Fr i 
aa Iu ” EES Ké REEE, G ir di s 
L Lax LC d Cé ke d va? "o M E wt: PARUM HE 
; "Pm EA A PA e T por Rëi Mi rx TA » y? 
n INN n a È RA de Jb SEMI bi, C d V Ca p 
E D ? x d 2r nr TC " Ny. ër LN e M kèt 5 gan, KH ic E i LENN 
N LL N use, ¥ kab ARA Agee D 1, 
! Ñ CRT 1 A ; DEAS RE DAGSA Clg Ae Y Cr prt Lie a: 
D 9 À A R D E" dS, | Tim Kr ZA UL E RE CC H Sage Gi 
D ` n fa i A PALA Gage MN COTA? 24 PRA 
V 1 Ia 1 M L y H 1% "n SC kd 
Nasa "Ep E A SN El SA T RE ^ N d S id b, M 19 n e W Kv ie D ee 
" A a a S ‘ ros ^ Me ez bt Ç x A T l EX (Un 5 Le E Déi to H Sack M TIWA AE kò 
D v 8 : UO si Pi i ki D “ 7 i n yo SA E) yo FP A UM i Em Cp n 
sa a D S, nE UE 
> É A WE: Ia L va A À D m E Më véi. A A H A y 125, GA a D: E E KE E 4 ` : 
E f Paai a n E GN n Dy hte sh Do RA a T A 
d t sa x , zt : "P dé. E v E KRACK ECK CM as n ZO E eH ial 
v ET E TE 2 I d 3 mu M O (hi CARTAS G E G T D T es w W 
U “ D rs ug WW i T í t dé 
' ul 9 V d DH Sr de p M y a Y o 1,7 n d E) 4 Ea of. N T S PMA. 
À 7 1 A D d dë n È e de PAP DH kol TP b us P 
a e A D sa K l U i A 24 TM P D R ki 28 E gou 
1 as a i 4 ka 1 LI A e" 4 e 
at SE LE? E pi 
b 8 Pa E P m: H , P 
U H a U + 
A EE È ‘ ` 
- “a a n 
A n 
t 
e LI . 
| ^ 
` 














NAVAL POSTGRADUATE SCHOOL 


Monterey, California 





TAES 


ANALYSIS OF SELECTION PROCESS 
FOR 
MANAGEMENT EDUCATION: KOREAN MILITARY CASE 


by 
Durk Kwan, Park 


June 1984 


Thesis Advisor.: AA A, ETS EE 


Approved for public release; distribution unlimited 


1222997 





Umetassit ied 
SECURITY CLASSIFICATION OF THIS PAGE When Data Enierad) 
REAG INST RUG TIONS 


REPORT DOCUMENTATION PAGE BEFORE COMPLETING FORM 


| REPORT NUMSER '2. GOVT ACCESSION NO.| 3 RECIPIENT'S CATALOG NUMBER 
















4 TITLE (and Subtitle) TYPE OF REPORT 4 PERIODO COVERED 
ion is Tres. s 
June 1984 


6. PERFORMING ORG. REPORT NUMBER 





Mal Sis of Selection Process fo: 
Management Education: Korean Mi 
cose 


AUTHOR(S; 8 CONTRACT OR GRANT NUMBER?) 


Durk Kwan, Park 


PERFORMING CRGANIZATION NAME AND ADDRESS 10. PROGRAM ELEMENT PROJECT, TASK 
AREA 2 WORK UNIT NUMBERS 


Nus ud Postgraduate School 


Monterey, California 93943 
CONTROLLING OF FICE NAME ANO ADORESS IM REPORT DANE 
June 1984 
13. NUMBER OF PAGES 
Memecrey, California 93943 88 
4 MONITORING AGENCY NAME A AOCRESS(If diflerent from Controlling Office) 15. SECURITY CLASS (of thie report) 


Navai Postgraduate Schooi 


melas sit red 


158 CECLASSIFIZ ATION COWNGRACING 
SOME E 





16. OISTRIBUT:ON STATEMENT rol thts Report, 


Eproved for public release; distribution unlimited 


—— — ——AA——— —«— —————————————ÉPRPRREE 


17. DISTRIBUTION STAT EMEN?" “ol the aba:ract entered in Block 20, If difierent from Report) 


= — — — 


18 SUPPLEMENTARY NOTES 











19 KEY WORDS (Continue on reverse aide If necessary and Identity Ly block number) 


Er e E or 


validation analysis GG terio 
EUdity coefficient Bed res son coefficient 
Eucurrent validation pecdteeive Validation 
20 ABSTRACT (Continue on reverse elfe If necessary end identify by block number) 


EMAN II rent selection system of Korean military officers for 
postgraduate education in management is described and analyzed. 
E mechod of validation analysis is used to analyze the current 


Ate tion system. Continued) 


FORM 
DD , inn 1473 EDITION OF 1 NOV 6515 OBSOLETE 


S Hoi a LF Mi e e 
02 014- €601 1 SECURITY CLASSIFICATION OF THIS PAGE (When Dete Éntered) 


Unclassified 
AAA © 
SECURITY CLASSIFICATION OF THIS PAGE (When Data Entered) 


RE ae or 


RES me e (continued) 





Three factors to use for increasing the effectiveness EM 


current selection system are developed. The first factor 
concerns the priority of the predictors based on the validation 
analysis. The second concerns personal characteristics for 
consideration in the selection of officers for management 
education. The third concerns procedural considerat? wan 
increasing the overall effectiveness of the selection proc EE 
Finally, on the bases of the three factors developed, alema 
selection model, applicable to selecting Korean military 


officers for postgraduate education in management, 15 propose 


SR BEE erla eer 
2 Unclassified 


C ————————————— ————————À—————ÓÁ—Á— ——,q—— 
SECURITY CLASSIFICATION OF THIS PAGE(When Date Enterec" 


ANE eye FOR METE release, distribution unlimited. 


Aut ele cr Selectich Process for Management Educaticr: 
Kcrean Military Case 


E y 


Durk Kwan, Park 
Major, Republic of'‘Korea Arm 
EE EE 974 
p Seoul Naticnal Universi Na Co 


Subugttegespnecartial fulfillment of the 
requirements for the degree of 


MASTERSCENSCIENCE IN MANAGEMENT 


frcm the 


NAVAI FCSTGEAL 


UATECSSCHOOL 
June 1984 


AESTEACT 


The current selection system of Korean military ciricers 
for pcstcraduate education in management is descritec and 
analyzed. The zethcd of validation analysis is used to 
analyze tne current selecticn system. 

Three factors tc tse for increasing the effectiveness of 
the current selecticr system are developed. The first 
factcr ccrcerns the pricrity cf the predictors based on the 
valicaticn analysis. Ihe seccnd concerns personal cnarac- 
teristics ícr consideration in the selection of officer mee 
ranagemert education. The third concerns procedural ccrsid- 
eraticns fcr increasing the cverall efrectiveness of the 
selecticr process. | 

Finally, on the tases of the three factors develcred, a 
new selecticn model, applicarle to selecting Xorear aili- 
tary cfficers fcr postgraduate education in management, is 
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In tte fast cecades, there has been a great erpta<sis cn 
the art cf directing the military personnel and of getting 
the mest effective werk from them, alcng with the purpose 
cf (1) The fortification of self-defence power, (2) ihe 
rodernizaticn of the military equipment, and (3) The devel- 
cpment of tke defense-industry. Under these organizational 
requests, the military desires to increase the numker of 
Highly  gualified officers «hc can manage tne military 
Ferscrrel and modern weapons efficiently. As a result, the 
military has begun to educate some of its officers in the 
field cf raragenment. 

Tre management educaticn bas two important objectives: 
The imprcvement of the cfficers' general qualities as 
ranagers and, the supplying cf professional and specialized 
military staff. 

There is one element in the professicn of arms ttat 
transcends all cthers in iucrtance. This is tbe  huran 
€lemert . Nc matter what the weapons of the future may te, 
no matter Low they are to be employed in war or interna- 
tional diplomacy, zan will still be the most inpertant 
factor in naval cperaticns. The need for good leadership is, 
Beeteicre, a constant factor [hef. 1]. Moreover, the Leader 
cf huban orcanization ina free society is charged witt the 
respcnsitility cf developing a complex and coordinated 
System cf responses from many individual centers oí reaction 
and initiative [Ref. 2]. As the military personnel requires 
a nore raticnalized system and anticipates more complex and 
Giversified responses from the leaders, along with the 
higher educational level of the military enlisted perscnnel 


under tte conscripticn system , there has been a creat 
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increase in tne need for cfficers with education at the 
postgracuate level tc prepare them for the extreme variety 
ci rcles beyond the traditicnal ofricer's combat Sino 

The grcwing complexities cf the officer's duties and 
intersive emphasis cf highly rational and sophisticated 
mlitary  organizaticrs causes the military officer 
increase the prcfessionai kicwledge through formal marace- 
ment education, along with the modernization of the military 
equiprert and specializaticn ch tae aucite- Under these 
demancs, tte military has increased formal and postgracuate 
level ecucaticn to neet the requirements cf these vital 
roles. 

After tbe completion of management education, they nave 
teen ard will be assigned to the special staff of the Head 
Cuarters ang wiil beccme the managers of the important mrili- 
tary crganizations. In the past decades, a number cf Kcrean 
officers have  reen sent tc the United States Nave 
Fostgraduate Schcol fcr the pcstgraduate ievel of maragement 
educaticr. Especially, in the past five years,the numzker of 
Korean students in tke Administrative Science Departrent of 
NPS has teen greatly increased compared with the earlier 
years.! In this phase, a gocd selection systen of Kcrean 
cificers for the management education must Le  prcrosed to 
increase the successful completion of management education 
and pctertial benefits for the miiitary organization Lm 
the selecticn of the highly qualified officers amcng the 
candicates. Managerial selection is the initial deterizira- 
tion as tc whether leadership and managerial ability is 
rosscsesed; and the <écondanm, and perhaps more ircrtart, 


deterninaticn of tte degree to which such ability BR 


1The following is the numrer or Korean students whe have 
MEQUE and will craduate from management curriculum of 
PS in the respectivé year: '79=1, ‘8i=1, ‘82=4, EE 
184=c. This data ccmes from the Administrative Science 
Department. 
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possessed. [Ref. 3]. However, the judgement and evaluaticn 
En uc erscnal characteristics of potential managers is rot 
Eu erted kith the current selection system. Furtherncre, 
the NES grade distribution study shows that the average 
gade of tre Administrative Science students in the last 
five years is 3.55.2 Fut, out of tne Korean students whe had 
graduated from the maragene nt curriculum at NPS, only 1C.€%3 
cf them kad attained a grade higher than this average. or 
course, there are many controversies ccncerning the sulkject 
c£ the relaticneship tetweer academic periormance and rara- 
serial akility and effectiveness. But, Harreil and Harrell 
[Ref. 4] reported a direct relationship between academic 
ferfcrmarce in postgraduate education in Management and 
ranagerial success as measured ky management compensation 
some years after the graduaticn. Furthermore, the Kcrean 
Military Manpower Plarning Department regards high academic 
perfcrmrmance as a gocd indicator of an effective  marager. 
ND ercpe thais study aims at evaluating the pricrities cf 
the predictcrs of the current selection system, increasing 
Mee efficiency cf the methcd of identifying the personal 
characteristics of effective candidates for  maragement 
educaticn, and making new selection strategies to take the 
high academic performance from the overseas educaticr by 
means cf increasing the efficiency of the current selection 
syster. ]uapterME Is rresemts an introduction. Chapter TT 
preserts a general discussicn of selection  gcdel for 
providing the analytical rasis of the current selection 
systen. Chapter III presents a descrigticn and analysis o£ 


the current selecticn system kased on the general ucdel. 


= > o mir emt ti & abi mir Sit JD an San San ai 


e. EL Scurce cores from " The NPS Grade Distritution 
ud y 


f ut cf 19 Kcrean AA ni enr 2 T had attained 
a grace Ticker than tLe average grade of 3.55. DD ges MTS Cip or 
raticr ccmes frem " [ata for" This A > M On te ir the 
appendix. 
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Chapter IV presents the rerscnal characteristics Ec Ram 
into acccunt for management education and the identificaram 
gethcd. Ctapter V is proposed as a real selecticn rodel 
kased on the consideration of the conditional elements of 
Korean military crgarization ard the analysis results cí the 
currert system. In the conciusion, several recommerdaticns 
are presented. 


amd 
ta) 


li. SELECIICN MODEL 
General model of the perscnnel selecticn process will be 
meeserted and discussed for previding the analysis kasis of 
the current selection model and the frame of tne real selec- 


tion model. 


A. TRADITICNAL BODEI 


Tte coal of the selection. process is to capitalize on 
individual cifferences in order to select thàcse perscus ano 
possess the greatest amount cf particular characteristics 
judged izpcrtant £cr job success [Ref. 5]. 

Tbe tracitional selecticn model underlying tnis apprcach 


is presented in figure 2.1. 


1. Job Analysis 


À jcb is a ccilecticn cf tasks that can be perrcrzed 
Ey a sincle emplcyee to contritute to the production of scme 
p Uucto cr service ar organization provide. Each jck has 
certain akality requirements as well as rewards associated 
with it. Jcb analysis is the process used to identify these 
requirements [ Ref. 6). Jot analysis is an elaborate inves- 
tigaticn ard analysis of the job by means of observatica, 
interviews, and detailed checklists [ Ref. 7). Job analysis 
is the ccrnerstone of the entire selection process. Cn the 
kasis of this informaticn, cne cr more sensitive, relevant, 
and reliakle criteria are selected. At the same time, cne or 
Eore predictors  (e.c., measures of aptitude, ae ay 
interest) are selected which presumably bear sone relaticn- 


Er tc the criteria cr criteria to be predicted [Ref. ET, 
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Figure 2.1 The Traditional Medel of The Selection Erccess. 

Ze Eredictor 

Crganizations use a wide variety or selection 


instrumerts and procedures to assist in making selection 
decisicrs, including tests, aprlication blanks, interviewee 
and training and experience requirements. collectives 


these are krown as predictors [Ref. 6]. The actual dec man 


cede Eco must De rascd on an overal assessrent of 
its likely usefulness. These factors are the size cf the 
validity coefficient, the selection ratio, and the kase rate 
DRer. 5]. 


e Valicity oeíÍficient: Ihe validity coefficient is 


defined as the correlaticn between predictor and 
criterion sccres. The greater the validity ccefficiert, 


the acre useful a predictcr will be [Ref. 5]. 
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Figure 2:2 Selection Ratio. 


Assuming that the pređictor is valid, the lower the 
selecticr ratio, the more useful the predictor will re in 


identifying successful applicants [ Ref. 6]. 


MES a se rate: In deciding whether or not to use a rew 
predictor, the currert base rate enters intc the decision 
Process. The base rate is defined as the percentage cf 
currert erployees that are considered effective Cis 
ENccessful, and thus ranges frcm 0.0 percent to 100 percert. 
Wath lcwer fase rates, there is more room for imprcverent, 
and thus, a new fredictcr takes on greater pctential 
Exefulness [Ref. 6]. 
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SCI EEN 


Criterion is standard whicn can be used as yardstick 
for measuring employees" success or fallure [Rerdsa This 
definiticr is quite acequate within tne context of rerscnrel 
selectior, placement, and performance evaluaticn. It US 
useful when predicticr 1s irvcived - that is, in the estab- 
lishment cf a functicnal relationship between one variatle, 


the predictcr, ard ancther variable, the criterion [Gera 


jo. AESESSMENME SI Ian 


Critericr- related validity means that a predictores 
associated with a  critericn. To perform the validate 
study,  sccres on botb predictcr and criterion measures must 
te ortaired from job applicants or employees. there aree 
cifferent approachs cr designs for doing this - ccicuidee 


and predictive validation [ Ref. 6]. 
a. Concurrent Validation 


In concerti ent validation, both predictor ama 
critericr scores are cktained from empioyees concurrently on 
the e wtich the validaticn study is being cenaucten 


[Ref. 6]. this rethcd 1s shown in Figure 2 E 


| o SSR Time period DS | 
| Y W | 
| Current euployees Current employees | 
| Obtain pried ror Obtain criterion l 
à Scores SEES j| 
i i 
L I TT nn) n n A 





Figure 2.3 Concurrent Validation Design. 


MU Ein has been criticized on several 
points: (1) Test scores are obtained frcm irdivicuals 
alzeacy employed in the job, therefore, the results may act 
mepty tc the applicarts objectively. (Zee Le às possible 
that current employees change by developing farticuiar 
skills necessary for success cr the job. (3) Job incumtents 
Bay also respond differently while taking the tests than job 
applicants. 

But, the concurrent design is wore expediert and 
less ccstly than precictive validity, so it is the acre 


comncrly used precedtre [Ref. €]. 
her Predictive Validity 


Predictive validity refers to employees teing 
tested prior to empicyment and hired in some basis ctter 
than the test scores. Uitte dt a later time, job pertorn— 
ance measures are ccllected and correlated with the test 
Ecores [bhef. 9]. 

Figure 2.4 shcws the essential feature oz 


predictive validation. 
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Figure 2.U Predictive Validation Design. 
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This strategy has foilowing problems: (1) Many 
crganizaticrs nave reither the time ner the resources 
conduct a lcngitudinal predictive study. (2) Organiza tica 
are scretimes required by law to make decisions on the kasis 
cf tests. In U.S V. City. Louis(1976) the court ie ea 
predictive validity design was inappropriate due tc the 
length cf time required to conducted such a study in view Ci 
the legal duty of the organization to establish a valid 
celecticr procedure inpediately [Ref. 8]. 

À variaticn of the predictive-validity desicn is 
to use tire test in naking the selection decisions(e.g., Dy 
cstablusripoeprd Cut cff score), and to collect jenn 
perícrrarce data. Tten, measures of association between the 


test and jct performance are ccmputed | Ref. 8). 
5. Ietermination of The Selection Strategy 


In perscnnel selecticn tue name of the game is 
predicticn, for ncre accurate predicticns result in cream 


cost savings(monetary as well as social) [Ref. 5]. 
a. The Concert ol Selection rro 


At what level the cut score is established has 
substantial implicaticns for selection error. Illustroceca 


CÍ this situation refers to figure EE 


was predicted, ard who were indeed successful. 


e Cuadrant II represents those individuals fcr map 
Success was not jredicted, but who did not successum 
tte cbe 


III represents those individuals fcr whom 


o D -— — ee — mma 


SUCCESS was not predicted and who actually did not 


succeed in the jct. 
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EMcure 2.5 Scatter Diagram Showing Selection Errcr. 

e Cuadrant IV represents those individuals fcr “non 


Suecess yWas net predicted, but who actually xsould 
succeed if hired. 

Quadrant II and IV represent selecticr error 
Miner. 8]. 

By the C2FER model, personal costs of selection 
identify two general types cf costs - actual costs anã 
potential costs. Actual costs include expenses actually 
WicUrred ir attaining a specific quota of individuals. 
Fotential ccsts include those expenses incurred as a result 
Cf errcnecus selecticr decisicrs. 

(1) Potential Costs. Potential costs rigtt be 


incurred if a wrcng selecticn is made: 


e EIILCLecus acceptance costs: Expenses involved in 
acceptirg a subsecuent failure into program - record- 
keeping costs,  terminaticn costs, costs of undesiratle 


WEL" Dehavior suct as materials or equipment damaged; 


incurred in hirirg the EEN 
= 


Icss of custcmers, clients, or patients; Loss Canas 


will ee ano costs incurred in replacing Fadas 
enplcyee. 
frrcrecis rejection costs: Expenses invclvec in 


rejectirg a perscn who wculd have been successful if 
giver the opfportrnity - ccmpetitive disadvantage if he 


is hirec by anctter firm, and costs of recruitirc and 


assessirg an additioral applicant "to replace the 
rejectee. 
(2) Actual Costes Actual costs are actual 


ican 
Recruiting and assessment costs: Salaries of perscnrel 


stefi, advertisirg expenses, travel expenses, and 


testing perscnnel evaluaticn costs. 


TrdUCctichtardskeni cheat 


A 
-— mm mmm mm Se oo "ëm = — «= == = == — - 


cf acding the emplcyee to the payroll, and salaries cf 


costs: Administrative costs 
tte rew employee and cthers responsible for orierting 
him tc bis new jci. 


variable ccstss Additicnal expenses 


Irairinc costs: Salaries of training and develcp memi 


staff, salary of the new employee during trainirg, and 


ccsts cf any special materials, or facilities wm 
trairinc [ReF.»5 w [Ber= UE 
Obviously, raising selection  stardard 


(a. €., decreasing tke selection ratio) has mixed ccnse- 


guences. There is a cost  trade-orf involved when selection 


standards are changec. These cost changes may be summarized 


as ficure 2.6. 


There are inherent trade-offs ketween 


errcneots rejection and erroneous acceptance selection. 


ELICI. Íkus, establishment oí any particular hiring stands 


—D um o pao p TO an + ip aw «ae en D mm 


Selecticr cost rana q cost 


Errcneous BETONEOUS 


l 
| 
| Recruiting cost Tadüctilon ccst 
| pegectricr cost acceptance ccst 


(E prey e e e e e Pg e e| 


Figure 2.€ Selection Cost Trade Off. 


needs to be based on the organization's relative willirgness 
tc ccrrit erroneous acceptance, aS opposed to errcrecus 
rejecticn, selecticn error. One way to express this ill- 
Exceness, and then drive a hiring standard, is to couch it in 


Brmnssor mirimizang the total costs of selection [Ref. 5]. 
ct. Hiring Standards ard Cost Minimization 


Actual ccsts  invclve those of recruitment, 
selecticn, and training. Potentiai costs are those that will 
ke incurred if a selection errcr is made [Ref. 6]. IHe 
levels of these costs will vary according to the cut sccre 
cr hirinc standard ttat might ke used cn the predictor. As 
the cut sccre is raised, some cf these costs will increase 
and ctrers will decrease. Mipicall:;," as. the cut scere 
rises, so does the costs of recruitment, selecticn, and 
false necative error. On the cther hand, costs of training 
and false positive error will decrease as the cut  sccre 
rises. Hence, it will be necessary to establish a cut sccre 
that ninirizes total costs - actual plus potential costs 
[Ref. 10°. Figure 2.7 shows a typical relationship Letween 


Bota ll stalfiinmg ccsts and predictor cut scores [Ref. €]. 
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Figure 2:7 Relationship between Cutoff Score and Staffing Ccst. 


C. Assessment of Utility 


Utility refers to the overall usefulness of a 
selecticn system. Tke concept includes the accuracy of the 
decisicrs made, but also concerns a consideraticn cf the 
costs of using the selection system and the costs associated 
sith the errors in tte decisions made [Ref. 8}. 

The optinal strategy is the one that raxirizes 
the expected utility for the institution across add Festas 
cutccres DEer uU. 

Statistical formulas have been develcred to 


generate utility estimates. 9 


SE Ii Commu E. Hunter, R. C. McKenzie, and 1B 
Kurder; "Impact of EU Selection Procedures "n Not Kabel 
Ge Journal cf Applied Psychology, 19797 wen 


Cur EP. e 295 
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The cost of attaining personnel requirement 
caes a decisión  =criented, systemic selection 
ie ceszcred tec evaluate the cost consequences cf alterra- 
tive recruiting -selection strateyies [Ref. 5]. Therefore, 
one way tc evaluate ttilities in dollar terms is by means of 
CAPER,5 a decision-criented, systematic selection ncdel 
which can provide careful planning information tc help 
managers make better informed and wiser perscnnel decisicus 
suino UC, combirinoy Utility approaches with ccst riri- 
rizaticn approaches tas not yet formally been done. Ihe 
potential pay offs ficm having such models are great. Ir the 
neantirne, personnel/human resource managers should 
constantly tear in mind both ccst and benefits in the admin- 


m iraticr ci staffinc systens [Ref. 6). 


ERR IYETCAI DEVICES AML EVENTS OF SELECTION PROCESS 


Ihe prccess of selecting emplcyees is an important sutpro- 
cess cf the broader staffing process. Systems designed for 
the maragenent of this subprocess almost universally inciude 
applicaticn blanks ard interviews. In addition tc these 
devices, psycholcgical tests, reference checks, and physical 
exariraticns are ofter used [Ref. 7]. 

Anonc the devices in the selection process, The applica- 
tion Elark, interviers, and reference checks seen tc have 
RES cf arrlications for increasing the efficiency cf the 


current selection system for overseas education. 


ice: licatson blank 


The purpcse cf the application blank is tc secure 
desired infcrmation from an applicant in a form convenient 


for evaluating the applicant's  jualifications. It also 


Sh. A. on nA Method ror ER Alternative 
hequlrenent-selectior Strategies: The CAPER Model," Journal 
EE reg Esychology, 1973, Vclume 57, pp. 222-221. 
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l. Application by either party 


blank 


7. Offer 


Figure 2.8 


Serves as a conveniert device for 


Ph sie al 


p. Emplovment 
decision 


| 


Typical Levice and Events of Selection Process. 


circulating in£fcrnatsen 


about tke applicant tc apprepriate members of managenert and 


as a useful device fcr 
ERGE SC [Re], 

“cre organizations may use a 
nary screering or in the event cf no 
a lcnger fcrm when the applicant is 
Ike 


time tc 


Specific vacancy. shert form 


reguires less complete but 


Ihe mia t bene tor 


. §Besumes (backgrcund summaries) 
tion, Eut the format is the ak 
the orgarization's. Resumes 
initiatirg contact with en 


DOte Heft E 


ps 


preliminary screening [Ref. 


storing information for later reires 


short form for prelimi 
inmediate vacancies and 
considered for a 
to tale 
still EI 
ZE 


being 
is easier and 
enough 


When the 


contain similar infcrua- 
Elicant's desin 
are used by j 
> l i employers and are citen Le 
companies in their recruiting advertisements. 


rather ftem 
seekers in 
uested Ly 
CC, Lot 


Ob - 


De 


EdueGtUcr o pebsmueHNtetry to check the general qualification 
cf the arplicants of management education, the application 
tlank car Le used fcr prelimzinary screening device and for 
gathering  ceneral tackground data Meme det 1 g the 


successful academic performance cf overseas educaticn. 


~ 


Ze Intervies 


As in the case of the application biank, the assumr- 
tion undering the irtervies is that data can e cbtained 
which will kte useful in predicting success on the jek. anile 
cbtairing such data is its main objectives, post interviews 
have multiple purpose. The interview extends the prccess cf 
develcping sources cf applicants. Other purposes cf the 
interview might te screening for further referal, advising 
applicants about alternatives in employment, and furthering 
public relations.  Orjectives cf group interview might ke to 
assess perscnalities and to see who emerges as the leader 
Met. 7]. Purpcse distinguishes an interview fron a casual 
conversation. Interviewing ckjectives are many and varied. 
Ihe rtrpcse of the irterview ray be: to explore ancther's 
find cr sentiments; EE xXpornataion in regarc to 
Specific situaticns cr attitudes; to establish eligitility; 
MONA part health infcrmation; to ascertain health hakits; to 
evaluate resources;tc motivate to action; to give advice; to 
seek advice; and so cr indefinitely. There may be a general 
purpcse for the entire interview with more specific minor 
cbjectives uhich may be modified during the course cf the 


interview [Ref. 12). 


3. keféerence Checks 
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ILe checking cf reference is one of the rccecures 
used ir the emplcymert system cf most firms. It consists of 
verifying informatior given by an applicants or of oktaining 


additicnal informaticn Dy communicating with previcus 


emplcyers cr other references, or of both uethods. Checks 
cn references are made by mail or by telephone and cccasicn- 
ally in erscn. 

The opinione cf previcus employers and cthers «ho 
know tre applicart are generally useful in rounding cut the 
picture cf potential performance on a particular jJor: iene 
again, the assumption is made that data obtained an 
reference-ctecking are useful in predicting success th 
rerfcrriarce. There is considerable "face validity" uM 
assurpticn, since  rrevious performance is usually a fair 
predictor cf future performance [| Refs 7). 

Ike device cf checking reference is useful in assem- 
Fiinc tke persoral cata of EhE apalaicandel 

Cverall, tre application blank, interview, amd 
reference-ctecking car be used to contribute to the cverall 


effectiveness of the selection process. 


N) 
el 


III. CURRENT SELECTION PROCESS 


> —- —- L E 


A. IFSCRIFTION OF TEE CURRENT SYSTEM 
l. The Current Selecticn System 
a. Required Cualifications 
esra e al ications of officers [cr cest- 


graduate level  zanacement education is essentially kased on 
Ene fcllcwing factors: 
(1) Rark: Captain cr above. 


(2) Career: Company level of Commander. 


(3) Service record: nonjudicial punishment during the 


military service. 


(4) Fast performance: Rating oí middie or atove. 
(5) Tctal grade at university: Average or arove. 
t. The currert selection process 


Figure 3.1 shows the current selection rrccess.? 
(DAP Units. Fach unit decides the present 
and future needs cf management  perscnnel based cn (a) 
Advarcement, (b) Transfer, (c) Resignation, (d) Retirements, 


cr (d) New positions. 


Meire inrormratior cones frem tne Bducation Derartmrert of 
Mer ncredh military Read Quarters: The Selection Prccess for 


Cvers€as Education in 1984. 
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Figure 3.1 The Current Selection Process. 
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(2) Manrewer Elanning Dep artmert. Manpower 
Flanring Department figures out the present and future tctal 
needs cf tke personnel and determines the required nrumter 
for cverseas educaticr. 

(3) Education Department. Ihe Education 
Department recrtits and selects the number of ferscnnel 
rase cr the deterzinaticn of the Manpower  Fiarning 
Tepartment. 

e Recruitrent: Tre Education Department advertises the 
detailec contents to the qualified officers ei Nut 
all the units. Ee ee want tc take 
Wee cccrrunity cí the forral education, they most hand 
in tke required fcrm at the Educaticn Department. After 
deciding the gualiřicatica about the testing, the 


results of the decision are delivered to all the candi- 


dates. 
weeinitiai ECL test: All the candidates should take the 
ECL® test. The Education Department regards the ECL 


score as the ucst important factor of the education 


selecticn. 


e Interview: After the initial ECL test, the Education 
Lepartnent ccnsists of the committee to interview the 
candidates. Prinarily, the contents of the interview 
ccnsist of (a) Verkal ability, (5b) Mental attitudes, (c) 
Mctives of education, (d) Physical attitudes, and (e) 
Gcals cf military life. By the interview, the ccamittes 
tries tc analyze the mental attitudes about the equca- 
ticn anā military service. Therefore, the interview is 
nct a specific and differentiating tool for maragement 


BucatlienepDut-a ceneral tocl for overall quality. 


| SECL: English Comprehension Level test. Initial ICI test 
ls given to tne e 2 the Education Derartment cf the 
Korean military. crual ECL Lest is SCE Bowtie arplicait 
Ly tbe Education Department of U. S. 8£h Corps in Kcrea. 
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(G) First Selectii ik The Education Department 
decides the adeguate cfficers fcr the fcrmal educaticn arcn3 
the candicates. The priority cf the selection decisicn is as 
a 


(a) Sccre of the itritial test 
(b) Result oz interviemw. 
(c) Uriversity grade. 


(d) Past rerfcrmance and career. 

(5) Training at the Military Language Schccl. 
After tke decision cí the first selection, all the selectee 
should receive the English training course for six mcntts. 
Eut, if the selectee is unable to take the English language 
course due to the ccnpleticn of his carecer; they are 
exenpted frcm the English training course. In this case, 
they are responsible for increasing their English arility 
and rrerparipng for the formal ECL test on tie 

(6) Final Selecticn. The Education Department 
applies all the candidates to the NPS and the cardidates 
should receive admissicn from NPS. Simultaneously, all the 
candicates should take formal ECL test at the Education 
Lepartment cf the U.S. 8th Corps in Korea. At the EC css 
they shculd attain EC points cr more.’ If the first seten 
tees dc net receive admission from NPS and attain the 
uinlrum <ccres of tire ECL test, they are skipped alma 
final selection. Ancrg the first selectees, the Education 
Tepartnert decides the final selectees based cn the 
Polo wa EG dba 


(a) Adzis<sion from NES. 
(5) Sccre of. the fcrnal ECL test: 


9A uinimum ECL score of 80 must be verified Lefcre 
Invitaticnal Travel Crders are issued. Tais 15 che omwen 
gent fcr zanagement educaticn at NPS. THis anfcrmaciem 
comes frcm " Postgractate Education for Korean Officers." 


Sa 


Mey Result of interview. 
(d) University grace. 


(e) Past performance and career. 


Pee ANALYSIS OF TAE CURRENT SYSTEM 


Ic Ur occot his analysis is aimed to indicate 
whether cr rot the current procedure of selection is ccrpat- 
ible witk the presert and future needs of the organizaticn 
in teras of managemert manpower. 

stan als corsists cf two discussions. One discus- 
sion céeals with the extent cf efficiency cf the current 
system. The other discussion aims to find out the rrctlems 


ult DE CUIrent systet. 


tee Mite Validaticn Analysis "Of the Selection Predictors 
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crganizations use a wide variety of selection 
instrumerts and procedure to assist in making selection 
fewer Sicns itciuding tests, application bianks, interview, 
and training and experience requirement. Collectively, 
these are known as predictors. Underlying the use of 
predictcrs is a defirite strategy for influencing rerscnnel/ 
human Iesotrces cutccres. That strategy is to attempt isn- 
tificaticn and selection of thcse applicants most likely to 
ce effective employees. This predictors are used tc assess 
applicant's ability ard motivation relative to the reguire- 
ment and rewards of tke job. Implementation of this strategy 
Iequires that E nem organization “first investigate the 
validity of predictcrs. This is accomplished tnrcugk the 
conduct cf validaticn studies [Ref. 6). 

Validaticn refers to the procedures used fcr gath- 
ering validity evidence about a predictor: the outccre of a 


validaticn study indicates the degree to which tne predictor 


(a) 
NI 


is related to a fersonnel/hunan recsodice cinco Such 
infornaticn may be used to decide whether to use tas 
predictcr fcr selecting future jcb app ikone Ee n 

There are tsc different approaches for perfcrming 
the validation study- concurrent and predictive validaticn. 
The predictive validation methcd will be used to analyze tne 
priority of predictcrs ot the current sk 

Fredictors are the university grades and ECL sccres. 
Criteria are the NPS first quarter grade, the NES toma 
Grade, ard the NES graduate course grade. 

A personrel manager may wish tc predict a roS res 
tive erployee's ‘ob performance on the basis of his cr ker 
Scores cr an employment test. A method of analysis tact 
permits these predictions is called regression analysis 
[kef tE]; 

Ey the regression analysis, a correlaticn coeso 
cient is ccuputed.  Ccrrelaticn coefficient is a statis 
indicator ci the relationship between  predictcr and 
critericn score. in validation study, it 1S also calletem 
validity coefficient. The sytLci for the correlatic Ee 
ficiert 19 Tr. Numerically, xr values can range fron r=-1.0 
to r=+1.C. Ihe larger the value cf r, the strcnger the rela- 
tionship Letween predictor and craterron Mer 150 

Iable I and ii show the results of the regression 


analysis.19 
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10Korean students have received very low grade que to 
the aksclute 35 raisal system cf OO TD ESTY grades in Keréat 
KODE YO (A), ESE TÈ) 4S= PO(C)., «Co = cone) e minimum average 
Cio) scores is Le uired for university graduaticr. “Es 
systen is different frcm the relative appraisal system of 
civilian universities in Korea. 
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S TTT that a criterion be practical in 
terms of time, effcrt, and expense required tc collect 
critericn data. If one were going to evaluate the effec- 
BIVENESS af a college admissicn selection procedure, first 
semester grade average would be a very Practical 
Epnrtericn.11! 

disto as Concluded that the correlation eflects a 
true relaticnshir, tte predictor can be used for selecting 
mature jck applicants [Ref. 6]. 

The rance of the statistical significance cf the 
relaticnshi; betweer the predictor and tne critericr is 
different as the numker of cases change. 

(1) The university grade has a strong relaticrsrio 
with tre NES first  cuarter grade  (r-0.7256) and the ECL 
score also has a strong relationship with tne NPS first 
wade (r-0.6098). 

(2) The university grade has a strong relaticrsnhir 
with the NES total crade(r=0.7745) and the ECL score tas a 
moderate relaticrnshi (r=0. 382€). The university grace ras a 
ON der relatiorsh1p with the NPS total grade than the ECL 
score. Therefore, tle priority of predictor significance is 
as fcllous: First, the university grade. Second,tne ECL 
score. 

(3 The university grade has a significant Ielatica- 
SIE” statistically with the NPS yraduate course grade: 
Ecc reJatzonship (r20.7612). But, tae ECL score has a low 
relaticnshif statistically with the NPS graduate  ccurse 
crade (1=0.2884). 
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(4) This study indicates that the mathematics grade 
in the university surjects has a relatively high valve in 
rredictirg the schclastic success of the NPS  Sdaucataeg 
(mathematics: r=0.4€72, English: “E=U Ze statistica 
r=0. 0780, economics? r0 MINA 

Therefore, mathematical background is very imszpcrtant 
for increasinj the grade of  maragement education as well as 
learning the quartitative pictlem-solving methods. This is 
not strprising, giver that the mathematics courses cf tue 
Administrative Science Curriculum are business-orierted and 
desicred to give students the fundamental mathematics tack- 
ground necessary for study in economics, Statistics, Mani 
cperaticrs research [Fef. 153). 

($) High schcol mathematics and Engiish grod m Ti 
not significant in predicting the scholastic Succe E dhe 
reascns are as follc»s: First, the validity is very low 
(English: 1=-0.0727, nathenatics: r=-0.2313 ). Seconds 
high schccl level of Korea was uneguitarle between rural and 
urban areas. Therefore, the grades of the high <chccl 
subjects dc not have a high value in predicting the acaceric 
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ihe results cf the validation analysis can te used 
in the identificaticrs cf cutting score and grade that wou 
result in higher NPS grades. Figure 3.2 shows quam 
analysis wkich is used to help determine the new cutting ECI 
score ard university crade. Ihe quadrant analysis is tased 
cn the scattergram ketween the university and NPS first 
quarter crade, and the scattergram between the ECI test 
score and NES first quarter grade. Figures 3.3 and 3.4 Sew 
the  scattergram between university grades and NES first 
quarter craces and tte scattergram between ECL  sccres and 


NPS first guarter grades. 
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Figure 3.2 The Quadrant Analysis. 


The criterior is the NPS first quarter grades and 
the predictcrs are university grades and ECL testing sccres. 
The Ecrizcntal line in the diagram represents NPS first 
quarter crades: Assume that these officers attained arcve 
this  hcrizcntal lire are considered successful in the 
acadenic performance as rated by the Education Departiect. 
Assume that NPS first quarter grade changes from 3.0{5) to 
fo 10 itcrements of C.1. 

Ihe vertical line in the diagram represerts the 
Sitting [cirt on the university grade and ECL test sccre 
where tke officers scoring above this point wculd Ee 
predicted successful in the academic performarce and 
selected at the firal selection decision. Assume that 
university grade changes from 2.4 to 3.3 in increments of 
C.l. Assume that ECI test sccre changes from 80 tc S1 in 


increments cf 1. 
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Figure 323 Scattergram between The University and NES Grades. 


In figure 3.2 the number of officers who fell ies 
the different quadrant is given according to the crite om 
(NPS crade) and predictors (university grade and  ECI test 
SCO De) < The accurateness of the predictions (X) made Ly the 
new cutting university grade and ECL test score is calcu- 
lated ky aprlyinc tke formula ccntained in Stable ae The 
ase rate(Y) is calculated ty applying the formula cente 
in takle IV. The base rate is the proportion of applicants 
sho wculd succeed cr the jor if tests were not used to 
select ttem. If the tase rate approaches 50%, the selection 
syster demcrstrates greater value [ Ref. 8). 
latle III tc VII shew the results of cuadrant 
analysis.: | 
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iude Selection ratio, and "Pase rate act in 
comriraticn to determine the usefulness of a new predictor. 
tre) Taylcr-Russel laples!? specify the percertaze of 
successful emplcyees resulting fron various combiraticrs of 
Edit), selection ratio, ard base rate [Ref. 6]. These 
tables right be used to determine the new cutting score. 
Inerefcre, the new cutting score will pec determined viti the 
NENE quadrant analysis data as well as the Taylor-Fussell 
Tables, 

ACES Saca tc lemon versity grade and ECL sccre 
are decided by the fcllowing decision rule: Tne test cutcfz 
grade ard score are at the point, where ihe value (X - Y) is 
greatest, ard the success ratic (5) and selection ratic (N) 
are realistically reascnable «within subjectively accertarle 
value. 

| (1) Assume that those officers whe attain the NPS 
average crade of 3.55 cr better are considered successful in 
the  acacemic [ferfcrzance as cawed by the -Education 
Lepartment cf Korean nilitary Head-Quarters, the new cutting 
university grade and ECL score should be applied tc the 
selecticn of managemert education. The new cutting univer- 
Sity criades af the applicants should be 3.0(3) cr Letter. 
Ihe new cutting ECL test scores of the applicants shculd be 
90 cr Letter. 

(2) Assume that those officers who attain the NPS 
made 3. 2 (Et) or Letter were considered successful in the 
academic performance as rated Ly the education departrent, 
the new cutting university grade should be 2.7 cr Letter 
and tie ICI test cutting sccre should be 87 or better. 


EL. ect he Relaticrshir of 
Validity Ccefficients to the Practical  Effectiveress of 
lIlests if Selection : Dpcuscecon-cand Tables," Jourral of 
Ec Foychology, 1939, 23, pps 565 - 578. 
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(3) Assume trat thcse officers who attain then 
grade 3. 05) or better were considered successful ir the 
acadenic performance as rated by tne education department, 
the new cutting university grade and ECL testing sccre wonn 
ke useless. 

Cverall, to increase the NPS academic perfcruance of 
Korear students, (1) The Education Department should recrtit 
and select the applicants who have attained higher univer- 
Sity grade and (2) Tke ECL test score should Le increased by 
reinfcrcing the trairing of tke Englisa language tirou 


longer rericd ct td RE 


4. LIeciding Selection 


aber decidinc the selection strategy, there area 
runber of ways tc prcceed, (1) NPS requirements (miniimnur), 
(2). EvIltiplé cutoff and (3) Multiple mesgrer ni 

A ccmbinaticr of the multiple cut-off and multirle 
regressicn apprcaches 1S cptinal. The multiple eut o 
rethcd might be used initially to select individuals on 
those variables where certain minimum levels of  arility 
are rancatcry:  Foljljcwing aus, the multiple regression 
method may then be used with the predictors to fcrecast 
CLIteEracr stotu T nets role 

o First strategy (NES) 

All the selectees must attain a Minimum  sccre ci 80 
cn the ECL test and receive the averaye grade of the uriver- 
sity. Trese minimum levels are required for the taragement 
eguedticr lin NPS. 

e Second strategy (uultiple curry 

To increase the academic performance of management 
educaticr in NPS, arplication cf the new ECL cutting Eca 
and uriversity grade is desirable. A11 the selectees must 
attain “ar score (of SOLIS nore on the ECL test and 


simultaneously receive a grade cf 3.0 or more at the 
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university. If tłe finai selectees fall within this 
categcry, they are tke most desirable applicants and cfíer 
the kichest potential to achieve high academic perfcrrance 
in the management education. lf the number of firal selec- 
tees ktelcncing to this category are over or under the 
required nurber of officers fcr the overseas educaticn, the 
third strategy should be applied to select the best appli- 
cants. 
e Jlhird strategy (Iultiple regression) 

The weights which enter into a multiple-regression 
eguation are determined entirely by statistical corsidera- 
tions. Predictors which have high correlaticns with 
critericn performance and are relatively  indepencert of 
cther predictors are civen the largest weights. Predictcrs 
which kave relatively los correlations «with criterion 
perfcrmarce or are highly related to cther predictors are 
given ccrrespondingly smaller weights. Although the statis- 
tical  weigrtings are constant ror all individuals, the 
predictor scores will vary widely from individual te indi- 
enua], Hence at is possible for individuals with widely 
differing profiles cf predictcr scores to oktain identical 
scores fcr the criterion being predicted. Preto dua Ine 
university crade and ECL score ty the results of the stev- 
wise regression are important for predicting the academic 
perfcrmarce in the management education. Therefcre, the 
follcwing eguaticn is formulated by using the weights ir the 


equaticn between them and the NPS first quarter grade. 


EL U- 0s * 0:2679X1 + 0.01922 (egn 3.1) 


Y(cIiterion score) is a function of the university 
umuxdei(xi1) and ECI sccre (X2). If applicant receives kigter 
values of Y, he will te selected. 


DE 


Ihe applicaticn of the three selection strategies 
will elirinate the subjective selection  decisicn fcr the 
cverseas educaticn ard increase tne efficiency of the selece 


tion syster. 


Co  FFCBIENS OF THE ~CURREN: SELECTION SYSTEM AND al 
SCIUTDCNS 


Urder the current selecticn system, the Korean studerts 
have attained very low grade compared with the cther 
students in the last five years.The NPS grade distrituticn 
study shcws that Che average grade!3 or the Administrative 
Science students in the last rive years is 3.55. But, Mele 
ci the Kcrean studerts who have yraduated from the NES in 
the last five years, only 10.6% of the students have 
attairec a crade higter than the average. 

Tc increase the level cf academic performance from the 
cverseas education, the problems of the current system mist 
ke identified from tke analysis of the current <ystei am 
elimirated througa redesigning the selection. 

The following factcrs provide a clarification cf Sons 
comings cf the present system Lased upon the results ci the 


analysis. 
1. lhe Priority ci The FPreouwctobs 


Under the current systen, the priority cf the 
predictcrs are as fcllows : First, ECL testing scene 
Second, interview results. Third, university grade: TOCE 


fast rerfcruanee and career. 


13The fcllowing is each EE average Jp ci mara des 
gent curriculum at NES: fali "718 = SUnmEe NET 51; JW 

- sunner '80: 3.55: fail "80 summer yi 3254; faim 
81 - summer '82: 3.º); fall “82 - sumner "832 3.550 E 
averace crade ER the five years is 3.55. This data con 
from "Thé NES Grade Listribution Stud o 


Fut, it has teen fcund that the university grade is 
Men yal than the FECL Sccre in predicting the NPS grade. 
peg ione piedictcrs should be rearranged as 
RES LC e: First,  uriversity grade and mathematics grade of 
the uriversity subject. Second, ECL score. Third, irterview 


results.  Fcurth, past perfcrmance and career. 


2. There is no lesirable Cuttiny Standard 


Under the current selection system, the ma:crity cf 
Korean students whc have graduated iron the maragement 
educatior curriculum at the NES attained a grade lower tkan 
the NES average. The same is true for the present students. 
As tte Educaticn lepartment regard the high acadenic 
perfcraarce of pcstgraduate level education as a gocd indi- 
catcr of an effective manager, application of the new 
cutting sccre and grade as the standard of selecticn might 
increase the academic performance of tae Kcrean stucerts. If 
the Education Departrent wants to apply the new cutting 
score as the selecticn standard of management educaticn, the 
new selecticn system cf candidates should be designed with 
the ccmbination of all the cther suggested ideas kased con 


the aralysis of the current system. 


3. Ac Comprehensive Selection Strategy 


The Education Department regards the ECL  sccre as 
the first important factor fcr the overseas education selec- 
tion. Ihe cthers are only supplementary factors to increase 
the idertificaticn of the desirable applicants. Therefore, 
when selecting the arrlicant, a lot of subjective judgement 
is activated to decide the selection strategy. 

Fut, the application cf the new selection strategy 
rot criy eliminates the subjective decision of the selectcrs 
rut alsc decreases tke complaints of those not selected for’ 


cverseas educaticn. 
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Ihe fort of the ECI testing is centered ie 
Jisterinc apri ty: DUC speaking,  comprehensicr, and 
writing ability as well as listening ability are alsc TTpORR 
tant tc the Korean students. Furthermore, the Validi tyMan 
ECL testing is relatively lcwer than university grade tased 
upon validity analysis and alrcst all the Korean students 
have tad a difficult time in studying due to the Prom 
language rrcblems. 

Next factors must be considered to solve the rrclish 
languace rrcblems: 

(1) The new style cf ECL test must be nore comes 
Lensive end valid thar the present style. (2) The exparsion 
cf language training time: It is very difficult fcr Komin 
cfricers to have spare time to increase English  lancuage 
ability during the regular duty time. Therefore, the 
Educaticn Department must provide a longer formal lancuage 
training time than the six months which is currently 
allcwed. 

The strength of English language training wili 
certainly increase tte individual's chance of learrirc and 


understardirg the essential thecry of management education. 


Desica Diki EE E ye me Eerson m 


The correlaticn of ECL point with the NPS E 
quarter crade: r=0.64€7. The correlation cr ECL point WENN 
the NES tctal quarter grade: “rev ene The correlatichn 
ECL rcint with the NES graduate course grade; r=0120840 

lhe correlaticn of FCI point with the first duda 
grade is higher than the ccrrelation of ECL pointoo» NM 
TEE grade. The ccrrelation cÉ£ ECL point witn an 


NPS graduate course grade is lou. 
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Mao EDEN correlation with the NES tctal 
Ena Sara «craduate course grade may be explained Ey the 
follcwing reasons; (1) The subjects are more difficult as 
the quarter of the scrcol year progresses. (2) Ihe level oz 
ECL test is not suitatle with the educational level cf NES. 
Ihe preceding twc reasons are tne supplementary evidence for 
changing tke level ard style of the ECL test. (aye Lack of 
interest fcr management educaticn and lack of incentive for 
high perfcrzance as the quarter increases due to the rela- 
tively lcw cutput compared with the student's erzfort. 

Therefore, tc elizinate the chance of education 
failure and to increase the yrade from management educaticn, 
desired selecctior  prccedure shouid be designed tc identify 
those officers who will beccme effective Managers as well as 
those whe are likely tc achieve outstanding  acaderic 


perrcrmance. 


n 
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IV. EEESCNAL CEARACIERISTICS FOR IDENTIFYING MANAGEMENT 


Management becomes any activity wnich involves leading 
any grcur cf pecple tcward the attainment of commen okj€c- 
tives in any walk ci lire "Reto Therefore, gcod 
ranagers, cnes who cet the rest out of their sukcrdirates 
and wLo thereby produce positive results for their crganiza- 
tions, are the keys tc an crganization's success [Refs RR 
To ensure selection cf the best candidates for zanagement 
educaticr, identification of personal characteristics es 
effective ranagers is important. To increase the efficiercy 
c£ managerial selecticn, first, tne personal characteristics 
cf a gocd manager must Le defined. Second, “the assessment 
rethcd fcr identifying the personal characteristics cf the 


candicates should be cesigned. 


A. FFKSCNAI CHARACTFEISTICS CF EFFECIHNESIANAGEOE 


First, good managers care about institutional peer ama 
use lt tc stimulate their employees to be more productive. 
Cf the nanacerial tyres, the institutional manager is the 
rost successful in creating an effective work climate. 
Also, this kind of wanager creates high morale because he 
produces the greatest sense cf organizaticnal clarity and 
tear spirit. The institutional managers have five major 
perscral characteristics: 

(1) They are more organizaticn-minded; They tend ce Gem 
more organization and to feel responsible fcr buildirg pan 
effective werk climate. (2) They like to work;  Feople sho 
have a kigh need tc achieve like to get out cf werk by 


kecorirg mcre efficiert. But, managers wno have a need for 
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DEE ENEE PoxeBwactuadly seem to lixe the disciplire cf 
ct satisfies tleir"umeed for getting things Gere in an 
erderily = way. “furthermore, they believe strongly in the 
impor taice ci cenrtralized authcrity. (3) They seer cuite 
willirg tc sacrifice <cme of their own self-interest for the 
welfare cf the  orgarization tbey serve. (4) Ihey neve a 
keen sense cf justice. It is almost as if they feel tat if 
a perscn works hard ard sacrifices for the good of the orga- 
rizaticn, he should and will get a just reward for his 
effort. (ie Hatupadtys Mature people can be most simply 
descriteë as less ecctistic. Somehow their positive self- 
Eudce is nct at stak'€ in what they are doing. They are less 
defersive, more willirg tc seek advice frcu experts, and 
have a larger range view [Ref. 16). 

Econ ne rore CUY” human organization ais distir- 
gulshed frcm a machire and reccgnized as a structured ccati- 
naticn cf self-ccnscicus, self-determininy individuale, the 
more sigrificant  beccmes the role of the leader in Logan 
Eigqanizaticn PRef> 27. Furthermore, in view cf the reurtinyg 
problems cf the crganizations today, the leaders must have 
Nsdcwinc personal characteristics: (1) à great need of 
mannan understanding, (2) ^A capacity for introspecticr, 43) 
Intuitive integrity, (4) A sense of total responsirility, 
(5) Ccurage (6) Decisiveness, and (7) A desire fcr accc- 
plishrent [kef. 2]. 

"T aem a "list™ of desirable managerial traits in 
describing and predicting managerial effectiveness includes 


the fcllcwirg: (1) Arle to sustain defeat, (2) Alert, (3) 


Anbiticus, (4) Assertive, (5) Good judgement, (5) 
Competitive, (7) Extricverted, (8) Fearful of failure, IEN 
Group- criented, (10) Honest, (11) Intelligent, (12) 
Mentally Lealthy, (13) Concrete, (14) Creative, (24599) 


Lecisive, (16) Dedicated, (17) Dynamic (18)  Emoticrally 
ENSEIe, (49) Energetic, (20) Cptinistic and confident, (21) 


Fragmatic, (22) Predictable, (23) sReality-or)icatecd aaa 
Self- ccntrclled but defensive? animes) Tolerant fcr fcts- 
traticn. These traits looks like displaying just akcut human 
virtues [Ref. 17). 

Cverall, effective managemert involves a set of perscnal 
characteristics whick at least vary from situation to situ- 
at lc pù and with the respect to people irvclvede 
Conceptually, approaching the problem fron this [CIMA 
view, it should be [cssiole tc arrive at some basic charac- 
teristics necessary fcr effective management in the partic- 
ular crganizational situations. The particular situa Fa 
cf the Kcrean military organization, which require unigue 
demards cr the effective managerial officers owirg tc the 
growing ccuplexity cf duties Feyond the combat skills and 
the intersive emphasis oi the rationalized military crcari- 
zaticn, make many iaplications fcr the military officer Wan 
Ianacerial positions. 

Eecause of the particular situations of the Korean nrili- 
tary ErgGanizations, the follcwing characteristics playwan 
important rcle in determining the effectiveness of a partic- 
ular officer's job performance in managerial position: 
These sane characteristics are ueeded to ensure the aigh 
acadenic performance cf management education at NPS. 

l. A great need cf humar understanding: As the leacer's 
Icle is to gair responsibility from people, ne must 
in scme way relate te then. There is no perscr mere 
irpcrtant in a vast system of interrelations than the 
che at the tcp. In human organization the dea r 
sensitive understanding cf human nature is more vital 
tc kis performance than any vast accumulaticr aa 
krcwledge or skills  ccncerning science, technologie 
statistics, cr abstract reasoning [eee Under 
tke conscripticn system of the private group, this 
Characteristic is important Tom increasing the 


urderstanding tetweer perscnnel. 


Se 


Selr-seerilrice: The effective managers seen cuite 
willing to sacrifice scwe of their own self-interest 
fcr the welfare of the organizaticn they serve 
[Fef. 16 ]o This dces not refer to the officer's 
readiness to sacrifice his life ina combat situ- 
aticn but ratier his willingness to sacrifice sce of 
his self-interest fcr the benefits of the organiza- 
tion. This characteristic is necessary for tke tnili- 
tary manager who is responsible for making the 
Nilitary "organizations Sophisticated. 

Keen sense of justice: Effective managers feel that 
if a perscn wcrks hard and sacrifices for the gccd of 
the organizaticn, he should and wili get a just 
reward for his effort. Moreover, managers whc have a 
need for institutional power actually like tne disci- 
pline of work. It satisfies tneir need for getting 
tings dorin an orderly way [Ref. 16). 
Adaptability: Effective  ieadership is the kehavicr 
wEick is most appropriate to the situation at the 
time. Rather tkan assuming a predetermined leadershio 
ncde, the leader must respond to ccncurrertly the 
nature of the problems, the needs of his organiza- 
tion, the interacting environmental forces, anc the 
capa CAE y ci old the individuals ccncernéed 
ESE 18]. lkerefore, the effective managers must 
have the sensitivity to understand the cnange arc the 
ability tc adapt to the changing requirements cí his 
webs The effective manager usually has a high ability 
Read Dit 

Respcnsibilit y: The leader of human organizaticn ir a 
it eR OCicty is charged with the responsibility cf 
developing a complex and coordinated systems of 
respcnses fron many individual centers of reaction 


EEN e [Ref. 2]. AS the military perscorel 
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are requiring a more rationalized systen Ir WM 
ttey operate and are anticipating more complex and 
diversified responses frcm their leaders due tc the 
higher educaticral level of tne military perscnnel 
under the corscripticn system of the private grou 
tte nilitary leaders have a great responsibility for 
developing a complex and coordinated system 
raticnal respcnses from the military personnel. 
Strcng desire fcr acccmplishnment: The military c Perg 
ates under difficult ard arduous working condi til 
cwirg to tensicns with North-Korea.  Scmetimes; dumm 
tary personnel must perform duties within strict tine 
schedules even under da fraud conditions. 
Acccmplishment of these duties within fprescrited tite 
scteaules is critical for national security 
Iclerance for frustraticn and stress: This character- 
istic is very important not only for incréasircMan 
acadenic perfcrmance tut also for increasing the 
eificiency of the rilitary organization KCréan 
students at NES usually experience high stress due to 
lenguage Ercbiens and extensive «CIK1icade 
Frrttermore, a lot cf stress and frustraticr pu 
uzon the military managers during regular service 
time. The atility cí tolerance for friastratica in 
stress is very important characteristics cf Kcrean 
students for increasing the acadenic performance as 
well as for increasing the efficiency of the militar; 
CLARITA ONE 

Intuitive intecrity: Not only does tne effective 
cccrdination cf the varicus parts of the rusine 
depend on the ccnceptual skill cf the administrator 
cut also does the whcle future direction and tcne of 


tte organizaticn Ges Mito. 


DE 


After the comrletion of management education,  Kcrean 
students are assigned to the special staff cf the 
Head Quarters and beccue the individual managers of 
Mrrcrtantengedstaryseunits. It folloss chatantvitive 
nec comp nS aeri tical factor for the effective 
Coemdinatione ef the «various parts* ofethe military 
units as well as for the future direction cf the 
pu apum era raza tro ns: 

9. Maturity: Mature people can be most simpiy descritea 
as less egotistic.  Scmenow their positive self-1iuage 
is nct at stake in what they are doing. They are 
less defensive, more willing to seex advice from 
experts, andshave a lJençer range view [Ref. TE). 
Ikere are lots of communication problems Letweer the 
nilitary perscrnel due to the highly authoritarian 
rules.  Therefcre, maturity is an important facitcr in 
Lakirg the military a rational and sophisticated 
organization. 

10. Crgarization-rinded:  Gcod managers tend to jcir ücre 
crganizations and tc expand their individual power 
Pere the pul pese OL increasing organizational rcduc- 


tivity by means of establishing effective werk 


Fh 


climate. Especially, this chari toristics c 
crganization-rinded is very important for estab- 
dishing effective and rationalized military system 


under the trarsitional period of reorgamizaticn. 


E. EVALUATION METHOD CF IDENTIFYING PERSONAL 
CEARACTERISTICS 


Ir crder to identify good managers, the assessment data 
cf managerial selecticr can be collected judgemently («.g., 
MREEEVIEHWS, ratings cf performance on situational test), 
msnicadjly (e.g.,parer and pencil tests), or in koth ways 
Ber. 5]. 
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Atcng paper and encil tests, psychciogical testem INED 
tool. put all psychological testzng should Fê [refren 
supervised and scme tests, such as projective tests, should 
te aduinistered cniy Ly qualified psychologists. in generais 
interpretation of psychoiogical test calls for a muct higter 
level cf ;rcfessional skill, and a sizable number cf tests 
shoul6 te interpreted only by qualified psycholcgists. 
Ferscrality tests, ir particular, are subject to misuse in 
the hands cf the layrani™i | Hermi Furthermore, there is 
eviderce ttat faking can take place on these guesticrraires, 
and ttere is definitely nc justification fcr a Persona 
manager to utilize such a test [ Ref. 20]. AS» far as ERR 
writer is informed, the psychological tests have nct yet 
shown a high validity in the Kcrean military. They are under 
the exrerimental stace due to the lack of the prcfessiotal 
skill anc tke time ccrstraint. As a judgemental methcd, the 
use cf interview anc past performance are more useful and 


expedient tkan the ctker methcd under the current syster. 


1. Interview 
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The interview, which has been calied a "conversation 
with a rtrpcse," is used almost universally in the halo 
EIrocess [Ref. 7]. 

Iraditionaliy, oral tests have been used fer seven 
EUCECSES : to test knowledce and skills; to evaluate 
trainirg and experience; and to appraise personal qualities 
[Refr a Retro. 

Key types of interviews are the depth interview, the 
free asscciative interview, and the patterned interview. 


Lepth interview attempts tc develop evidence abcut deeper 


l*Fcr a further discussicn of who is qualified tc tse 


rsychclocical tests, and for suggestions on how tc iccate 
ua a EE see Wendell French, "Psychelocical 
esting: ome Picbiens and Solutions Perscnnel 


Administration, 29, rr. 19-24, March-April, 1966. 
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Hec Eeer Personality. Ipe liner pretation 
cf depth interview,  Lowever, requires psycnological kack- 
grouró ard insight. In the free associative interview, the 
interviewer needs experience and skill to follow the rean- 
Mr rc On the applicants and to keep in mind the main 
points that need to ke covered so that the result will be 
integrated and meanincful. A patterned interview prcvides a 
nU  iructured;, “systematic guide serving as a stalle 
yardstick against which applicants may be measured. Such a 
patterned interview will appeal particularly to the manager 
cr intervierer who likes an crderly, consistent ajyrrcach in 
Welch the time can be controlled and limited [Ref. 20]. 

Cverall, patterned interview seem to be more useful 
and expediert than tte cther method of interview due tc the 
Mack Ci personal Skill and time constraint. 

curry [Refn 22] explains why the patterned inter- 
view enplcyed with cther devices is likely to imprcve tae 
judgernent of the interviewers : First, the interviewer works 
from definite jcb specificaticns; he knows what gualities 
each jc requires. Second, he has a plan; he krcws what 
questicns tc ask. TEird, he has been trained in the tech- 
megues cf ccnducting an interview (i.e., he knows hcw tc put 
the candidates at ease, hcw to make nim talk, and hcw to 
RW Eaeét rertinent infcrmaticn). Fourth, prior to the inrter- 
view, te has checked with outside sources ( [revicus 
employers, schocls, etc.) and already knows a great deal 
sout tre applicant. Firth, ne has a series of clirical 
concerts (e.g., emotional immaturity) = whieh crevade ram 
mista Yard stick for interpreting and evaluating the irfcr- 
maticn cktained from the candidates. Sixth, the interviewer 
himself tas been carefully selected to assure that he has 
adeguate intelligence and is emotionally well-adjusted 
eee. 22%. Research cn interview as a means of selection 


has pfrcvided a wide range of results. 
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As the irterview teckrigues became more systematized anc the 
interviewers better trained, consistently Letter results 
were rercrted. It is recommended practice that interviewers 
take into account the various needs of the perscn teing 
interviewed. This would include the needs for secure 
Leloncingness, esteer, wholeness, and selí-actualizaticn. 
Orderly rrcceedirgs, cordiality, and the avcidance cf urnec- 
essary ecc-cCcamaging events are ingredients found in the rest 
interviews. An applicant whe is kept waiting unduly, treated 
coldly, insulted, cr given nc information is likel 
display defensive betavior, such as anger or huriliaticn. 
The ill-will resulting frcm an unsatisfactory interview 
could  sericusly affect relaticns with employees cr the 
community. The conseguence of the interview, such as accept- 
ance cr resecticnciadthe aprlicanio Will cbviously have 
important rami ficaticrs in neegufulrtidnsum 

Ihe rating  [riccess of the interview is sutject to 
varicus errcrs: First, leniency. Raters tend to give caréi- 
cates tte benefits cf any doubt; it 1S Ccmmon to find Gus 
EU A rated as abcve average. Second, central tendency. iris 
error, as the name inplies, is the tendency for raters to 
kuach treir ratings ir the center of the scale and tc avcid 
the extremities. Third, Halo effect. ir a candidates creates 
a favcratle impressicr by his excellence in one trait, he 
ray Le rated well above average in every trait withcut 
pas arara ones If te has created a kad impressicn in cne 
trait, raters may find it difficult to Shake off bM 
inpressicn when ratirg him cn various other traits the 
tendency toward halo increases as the number of traits tc be 
rated increases. Fcurth, stereotypes. This error resumo 
when raters base tleir ratings on the old type fallacy 
[Rek. zis: 

In the well designed patterned intervier, the 


Fducaticn Department can obtain a comprehensive picture of 
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ble Rancate aptittdes, “abilities, training experience, 
EE racteristico traits as related tc the 


mesiticn fcr which he is being considered. 


Eerformance appraisal is the systematic description 
cí arcividual jeb-relevant strengths and weakness. Such 
information is useful in a variety of contents: As a kasis 
for  rerscnrel decisions, dc ONE UILeryon ri eperscnhel 
research, as a predictor of future performance, aS an aid in 
estacliskirg traininc objectives, and as a personnel devel- 
cemert tcecl. 

rerformance measures can be classified into two 
general types: Okjective and subjective. Okjective rerforrm- 
ance measures include production data as well as perscanel 
fetta [ Ref. E). 

Cfficers have several key records of past perform- 
ance tIircugi the military service. Therefore, objective 
Memrecr@arce measures can be used to evaluate tte Last 
perrcrrances of cfficers ror the purpose of identifyirg tne 
ferscral characteristics of effective managers. In Gifferen- 
Wwe cfficers for a specific privilege, the records of 
fast pericrmance can fe used as an important differentiatirg 
factcr fcr ccmparing candidates against one another. As key 
reccrds cf past perfcrmance fcr identifying the successful 
cfficers fcr higher acadenic grade, the following can be 
taken into accounts: (1) OEC (Officer's Basic Course) grade. 
IR CAC grade. (3) Ihe Grade cí the other military schcol. 

As key records of past performance for identifying 
the Fetter future marager, each candidate's past performance 
in a leadership role can be taken into consideration. 

CEjective measures focus not on behavior, kut rather 
cn the cutcomes or results cf behavior. Admittedly there 


will te scme degree cf cverlap between behavicr and results, 


Ent gg em two aue cualitatimely differen Thenefcreg 
althcugh objective measures of performance are intuitively 
attractive, theoretical and practical limitations often make 
them unsuitable [Ref. 5]. Cn this point, objective metida 
ci past performance appraisal can be used by the Education 
Lepartmnert c£ Korea military as supplemental device tc the 
results of of the irterview (appraisal can serve as the 
criteria in personal research: the validation of the inter- 
view results). Especially, the results of past perforzance 
can ke used to identifying the following cnaractéris 
among tte desirable perscnal characteristics mentioned 
previcus: (1) The degree of responsibility, (2) Desire for 
acccaplishzrent, (3) Crganizaticn-ninded, angu Iclerance 
for frrstration and. stress. 

Cverall, the Education Department mist utilize the 
interview and appraisal of past performance as tne identifi- 
caticn tccl of the effective manager and student. If the 
Fducaticn Department use the irpnterview and appraisal cf fast 
ferfcrmance as the cifferentiating device for  ccuparing 
candicates for management education as well as the Cecidiny 
standard for general educaticn selection, the identification 
c£ desirable personal characteristics as a effective manacer 


cam be 1rcreased: 


V. DESIGN OF REALI SELECTION MODEL 


RR NEY FACTORS OF INCREASING THE EFFICIENCY OF SELECTION 
FECCEIDURE 


Cn the basis cf what has keen discussed uf tc this 
Pernt, the followinc factors seem to have ar important rele 


in ircreasing the efficiency cí tne selection process: 


le Faucatilona | Eackqground 


CL ëm A A A A 66@ Ts ve E me en CET <5e > 


Fost investicétcrs reperted that preparatcry schcol 
grades were good predictors cf scholastic grades. Amcng the 
educaticral backgrounds, the important correlaticn witk KFS 


grades is as foilows: 


First, the university grade has a strong relatiorshi;y Wath 


NPS first quarter grace (r=0./250). 


Seccnd, the mathematics and English grades show a relatively 


Mer relationship vith NES first quarter grade thar the 


statistics and  econcmics grades (mathematics: r=6.4873, 
English: r=0.2€80, economics: r=0.1117, statistics: 
F=0.C7180). 


Third, kigt schcol grades by subjects area are useless as 
Eredictcrs due tc very low validity with NPS grade. (nat te- 
mami cs crade: r=-0,2:13, English grade: r=-0.0727). 

engt IN mathematics and English training will 
Semeainiy increase the individual's chance of  acguiring 
ond'ytical ability ard in learning the quantitative methcds 
cf prckiem solving  »hich are necessary for today's maracer 
in a technical prefession. These managerial skilis are 


Frobakly ottainakle cnly through rormal education. 
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The current selection procedure takes into acccunt 
the past performance cnly as a determinative standard. Ect, 
in considering officers for a specific privilege, the recem 
Cf past performance can be used as an inportant diricre reom 
factcr fer comparing candidates against one anor a 

As a key reccrd of past performance for identi mui 
the successful  cfficers for higher academic opportunities 
the fclicwirgs can ke taken into arco OAC (officer 
advanced course in Kcrea) sccre, and the acadezic perforu- 
ance at the otaer military schcols. 

As a key reccid of past performance for idertiiying 
the Letter future maragers, each candidate's past perf onmi 


ance in a leadership rcle can ke taken into consideraticn. 


E? Fatterned Interview 


A patterned irtervievw provides a highly structured, 
Systematic guide serving as a stabie yardstick against which 
applicants may be measured. Such a patterned interview will 
appeal particularly to the aanager who likes an Ee 
consistert approach in which the time can be controlled 
limited [kef. 20: 

Ike patterned interview procedure utilizes a fcrm 
for cktaining and recording information about Sever area 
previcus exrerierce, training, manner and appearance, soci- 
ability, emoticnal stability, Maturity, and leadership 
capacity [ Ref. 23]. Therefcre, in the well desigred 
patterned interview, the Education Department can cktain a 
comprehensive irforaaticn abcut the candidate's persona 


characteristics as related to the management educaticn. 


uU Selecticn Oppcrtunity 
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Thcse officers who really have the desire ard a 
one reitera! For Lecomning conpetent managers are ccca- 
sionally cverlooked ty the Education Department because cf 
poor ccrmunicaticn systens. Therefore, Communication with 
qualified officers is necessary as it increases oprcrtunity 
Memeligiklie and willirg officers to apply for  maragemuent 
S@ueaticn and also ircrease the organization's possibility 
ci makinc à better ckcice of available officers. 

In the case cf the U.S. Navy selection,!5 a selec- 
tion kcard is convened annually to select officers kase or 
protessicnal performarce, academic background and ability. 
Selectior is restricted to quotas which reflect the Navy's 
requirerents in the varicus fields of study available. 
Meepeers are notified of selection by official ccrrespen- 
cence at tke earliest possible time after the selection 
toarc meets out. 

Through coumuricating with all officers, The Kcrear 
military car eliminate the preklem of overlocxing qualified 


ENLICEIS. 


©. Cocd Plans of Career Path 
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Careers develop in response to interactions with 
cthers and also in relation to developing  envircrments. 
Hence, it is useful tc consider jobs as changing functicns 
Meat crancging systers, rather than as static rungs cr the 
ladder cf success [Ref. 18]. 

khen the individual's values anã career gcals "est 
with the crganizatior's needs and goals, an effective inte- 
Mwaticn cf the individual and the organization car cccur. 


Under tkese ideal corditions, the individual is motivated to 


l*Academnic Year 
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develcp the abilities and skills necessary to take on new 
jobs in the organization and the organization is NET MEM 
respend ty providing the individual with the kinds of devels 
cpmental cprortunities he needs. Or the other banc, “Wa 
individualycrganizaticnal needs and goals contlict; cena 
dues atea toman dl organizational ineffectiveness are 
likely tc resulte nete» H 

Therefore, cor assessment of the the incivicual’s 
capabilities ani career gcals (either  overestiraticr cr 
underestimation) by the organization frequently leads to 
Eroblers fcr both parties.  High-potential people uay rct be 


develcrec and low-pctential recple nay be assigned jcLs trey 


cannot handie Both types cf errors lead directly to ann 
turncver, dissatisfaction, and feeliny of frustración 
[Rer m 


In créer tc do career planning completely, mal 


Steps are required : 


Firsty determine hcw the person should behave wher te 
reaches the jobs for which he is being prepared. Jhcrovgh 
job aralysis, with special emphasis on emplcyee-aetermnirsa 


changes, is fundamental to tale processo 


Second, determine wketner the person has the capaLility to 
develcp tke kinds cf behavicrs that will be needed for the 
career lar. This implies a systematic approach tell 
assessment cr response aptitudes  (e.g., through testing or 


assessment center procedures). 


Third, determine whether the individual wants to learn the 
required nea behaviors and whether the career plan that the 
organizaticn is considering is congruent ito the raras 


als cwn plan [Ref. £ 


In support of career plans that the organizati cries 


considering, the higk potential officers must Demer e C E 
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Ee acadernic opportúnities that will benefit the career 


plan. 


€: The Applicaticn of New Selection Strategy 


— —— ven en Wm a amem - = me oe ee emm emm cond EDO ee seme "ëm eme: — —— 


Under tke current selection system, the pajority Cf KCréan 
students whe graduate from the zanagement curriculur at NPS 
are dcinc sc with belcw average grades. Therefore, arprlying 
the new selection strategy as the standard of selection may 
serve tc increase tre academic performance of ratagement 


educaticn at NPS. 


ER NEN SELECTICN MOLEL 


Ir crder to meet the management education objectives, 
ali new factors have been ccmbined to iorn the  rrimary 
criteria cf the effectiveness of management education 
Mogra in the Korear military. It should be renentered 
that this study is primarily concerned with the selection 
Frocedtre cf management educaticn and that the erfectiveness 
QL the manacement education prcgram is contingent upcn the 
rest selection of cardidates. 


Tarle VIII shows the new selection process. 
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AN GFAEtEal péljnt in any" menpower system in an organiza- 
tion rust iie in the relationship between selecticr and 
develcpzment. It is quite obvious that the needs of the crga- 
nizaticn dictate whetker or not certain selection rccecures 
are rcre efficiert than simply taking a man of the flocr and 
attezrptirg to develo[ him [ Ref. 284]. Therefore, the selec- 
tion model {table VIII) is intended to represent defirite 
and detailed selecticn procedures pormi ee, QI 
increasing the efficiency of selection process. ihe main 
steps of a selecticr model which contain suitatle elerents 
for achievirg the ob-ective of the particular steps, will be 


PmSsCUSsec and descrited. 


1. The Precesses of Fecruiting Highly Qualified 


maz e mm mm e a. ze en 


a. Good Plars of Career Path for The Cverseas 


EdANeatyon OtIICETE 


when the individual's values and career coals 
mesh xitt the organization's reeds and goals, an effective 
integraticn of the individual and the organizaticr can 
CeCUI . Under these ideal ccnditions, the individual is 
motivatec tc develop the akilities and skills necessary to 
take cn rew jobs in tke organization and the organizaticn is 
likely tc respond by providing the individual with tke kinds 
ong develcrmental Cpporttnities He needs [Ref. 5). 
ME TEICTre, in support cf career plans that the organizaticn 
iS ccrsidering, the Ligh-pctential officers must be exposed 
to the academic oppcrtunities that will benefit the career 


Man. 
lio nino Cation witi All the Qualified Officers 


Communications with all the qualified cfficers 


En ijrccrtant for decreasing the resentments of thcse 


7€ 


groups cf cificers ntc may relieve they are deprived ci a 
good career developmert oppcrtunity. Ihe Uae. Navy!6 has 
quite eliminated almost tne problem discussed in the 
precedinc paragraphs, through asking all its officers who 
desire Navy funded postgraduate education to indicate or 


update tkeir curricula preference annually. 
C. Application Blanks from the Apodo 


The pfuryrcse of the appiicaticn biank is to secure desired 
informaticn írom an applicant in a form convenient fer cus 
vatinc the applicant qualifications Reina 

When the Educaticn Department wants to check the 
ceneral qualificatiors of the applicants, the application 
Llan KS can Le used as a preliminary screening device as well 
aS fcr gathering general background data for predictirc the 
successful academic performance cf overseas educaticn. 

Overall, these three processes are necessary 
Lecause it gives an egual  cprcrtunity to every eligirle and 
willing cfficer tc arrly for management  educaticn anc 
alsc increase the  crganizaticn's possibility of makirg a 


Fetter choice frcm trie availarle ofíicers. 
2. Iata Selecticn for the First Selection 


lhe objective of this part is to collect a Ie 


data for seléctitg hich-potential candidates. 
a. Check for Test Cualifications 


(1) OAC Educatien: Ensuring Chia the 


applicants must have finished the OAC education. 


I6Acaderic Year s 


fa ; Ca tanci Naval Postgraduate ScLoc lL, 
¡Sth Anniversary, Er- Dau 84. 


= 


71 


(2) Company Level cf Commander. Ensuring tnat 
the candidates have ccmpleted the company level ccumander 
meme to the schedulca Formal education period. 

(3) University Grade and University Sutject 

Grade. A paccalaureate degree with atcve 
averace grades is required.  Conpleticn of at least two 
semesters cf college algebra cr trigoncmetry is ccnsiceredi 
to ke tte ninimun mathematical preparation.!t?” 

The applicart must have at least the grade 
average cf the university. Be must have 3.0 or Letter in 
rathemratics, English, economics, and statistics. 

(4) Clear Service Record. No  instarces of 
moaiecial purishment during his military service. 
(5) Past Performance. Poe babdnus of his past 


perícrzarce are uiddle cr atcve. 
no Eai FECL Test 


TO check the English comprehensicn level cf the 
candicates, the candidates gust take the initial ECL test 
given Ly the Educaticr Department. The testing style must be 
comprehensive to include evaluation of listening, couprenen- 


sion, and writing skills. 
C. Appraisal cf Past Ferformance and Intervie» 


This  prccess will meet the objective of 
assessinc the desired personal characteristics in  canci- 
cates. 

(1) Appraisal of Past Performance. 
Fericriance appraisal is the systematic description cf indi- 
vidual jcb strengths and weaknesses. Such informatico is 
useful in a variety cf contexts : as a basis for perscnrel 


decisicrs, as a criterion in personnel research, as a 


l*^Scee fcctnote 1€. 


rredictor cf future performance, as an aid Grsestariichaas 
tra lLito Ob sec tives, and as a personnel develcpment tcol 
fretado The applicant's scores in the following cate oi 
ries of past performance appraisals must be withir the 


acceptarle limites fcr advanced education. 


The grade cf OAC education: The OAC grade of the cardidates 


must te cf the "A" grade grcur.18 


The perfcrmance level of the ccmrany level leader: tke level 
of the past perfcrmarce in a leadership rcle must belorg to 


the riddle cr above group. 


The tctal level cf tle past performance : the total level 
the past performance of the candidates must belong tc the 
middle cr atcve group. 

BY the analysis of past performance, the 
Educaticn Lepartrent œust idertify the characteristics of 
gcod managers and the bigh academic performance pctential cf 
candicates. Under this contexts, the Education Department 
can use the data of tre past performance as the differenti- 
ating device of the cardida tés" ChHaractéri tis: 

(2) Patterned Interview. Ine basic purpcse of 
the ratterned interview is tc collect the intormaticr pwen 
the applicants. Through the patterned interview, it ls 
prossitle tc make an assessment or characteristics ic which 
appraisals cf past performances fall short. It skculd be 
emphasized that the Educaticn Department must do its best im 
identifying the perscnal characteristics of candidates nhicn 
indicate potentially successful managers. 

It willi te a beneficial effort te wan 
organizaticr not only for the purpose of inprovin o 


selecticr fcr maragerent education, but also for the puro 


~ AS$88hectop 30X ..0f all o EMI attending the CAC ecuca- 
on 2 rated the "A" grade. QAC: officers" advanced con = 
Korea 


~] 
tit 


cf increasiny the berefits tc the organization after tue 
formal ecucation. 

Ihcacomnbgiut NEP RNatiomswerrom the arrli- 
caticr klank, appraisal of fast performance, and interview 
will ke used as the key of screening the extremely inarrc- 


priate a_plicants for the fcrmal education. 


tis 


E ESSE lec tica 


The Educaticr Department will select the required 
pun bet cf axplicants tased cn the selected data aLcut canci- 
Cates. Three times the number of required applicants are 
selected during tne first selection. how trey e 
tion, tke Educaticn Tepartment should be on the kasis of 
the standing of candicates in the list of the past reríorm- 
ance ard interview sccres. If the candidates come ur to be 
in tke inappropriate category of the personal characteris- 
tics, such candidates will ce skipped. Ens racer huzan 
Lehavicr has been corsidered toc complex to te scaled alcng 
a few dinensions and then rated [Ref. 25]. Thereícre, orly 
tne extreme cases cf inapprcriateness can te relied cn with 
certainty wben the Educaticn Department screens the candi- 
dates Ly the perscnal characteristics at the first 
selecticr. 

EE EE inappropriate. candidates, the 
first end third strategy amcng the new selection strategies 
should ke applied to select the three times of the required 
BE eL ci applicants. 

All the first selectees must attain a minimunr sccre 
cf 80 cn the initial ECL test and receive the average grade 
the university (first strategy). If the first selectees 
Leloncing tc this category are over the three times cf the 
required number of cfficers, the third strategy will be 
applied. The follcwing equation will be used tc the 


selecticr device. 
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Ys -0.203 9 "9967 9X989 0 OA (egn 5.1) 


yY (criterion scora) is a function of the universal 
grade (21) and the ECL score (X2). if applicant receives 
Ligher values of Y, Le will te selected. After the decision 
cf tte first selection, all the first selectees stculd 
receive the language training fcr six months. After the 
completicn cr the language training, all the first seclectess 
should take the forral ECL test given by the Education 


Lepartmert cf the U.S. 8th Corps Mee 


4. Final Select 


With respect to final selection, the Educatyon 
Lepartrert should rescrt to the additional achievement data 
{i.e., the results cf the military language schocl, the 
formal ECI scores, ard the acceptance from the NPS). First, 
if the cardidates are not accerted by NPS, they will nct ce 
considered candidates. Iz the candidates do tot attain the 
required scores of formal ECI tests, they will also 
skipped. With these two eliminations, the EGucatiyon 
Tepartnert should select the final candidates by the appli- 
caticn cf the second and third strategies: 

All tne finali selectees must attain the new cutting 
score ci 90 or more cn the formal ZCL test and sirultames 
cusly receive the cutting grade of 3.0 or more at the 
university. If the rumber of final selectees belcrgirg to 
this categcry are over or under the required number cf cfifi- 
cers fcr the overseas management education, the third selec- 
tion strategy should be applied Nec Perea tre Lest 


applicants. 


m.) 
un 


VI. CONCLUSION 

This study was aimed at evaluating the priority cf the 
predictors, Gesignimwem identification method of  rersoral 
characteristics for  managerent education, and making the 
compretersive selecticn strategy to increase the pctertial 
tenefits fcr the military crganizaticns as well as to 
increase the academic performance from the cverseas ecuca- 
Eon. As a result cf this study, a new selection model ras 
propcesed. The propcsed selection model which consisted of 
the detailed selecticn process is applicable for selection 
c£ Kcrean officers fcr postgraduate education in managermert. 

Tke critical results of this study will be summarized as 
ECSU CS: 

Tte university crade has a stronger  relaticnsli with 
NPS grade ttan the ECI test sccre. Vethetactves end Enolisn 
grade arcng the spectrum cf university subjects cL<served 
have relatively tigh correlaticns with NPS grade. 

OP aeti zation the application Llanks, the appraisal 
cf past performance, and the patterned interview can kte the 
identification tcol fcr the effective manager as well as for 
Ene cccd student arc can contribute considerably to the 
effective selection cf the highly yualified officers for 
ranagerert education. 

Me FATSE Stratecy is important for providing the stan- 
prd cf tbe first selection. All the selectees must attein 
a ririmum score of 80 on the ECL test ard receive the 
averace crade of the university. 

Pie Seccnd Stratecy 1S impertant for providing the stan- 
Gard cf selecting the applicants who can attain outstanding 
schclastic perfcrmance. All the final selectees shculd 


Main a Sccre of 90 cr more (English training between first 


4€ 


and final screen is critical if formal ECL scores arma 
increase) cn the ECL test and simultaneously receive a crade 
ci 3.C cr Icre at the anve rime 

Tte third strategy is important for obtaining an 
required number cf officers for management education at the 
first and final selection. If the number of first and Limas 
selectees are over or under the required number of cfficers 
for  cverseas educaticn, the following equation can be 


applied to crtain the required number of officers. 


Y2 -0.20"* 0.69]9 9*0: 00 Fe (egr 626 
Y(critericn score) is the function of the university 
grade (X1) and ECL sccre(X2). The constant numbers cf the 
equaticn are the recressicn ccefficients. If at 


receives higher value of Y, ne will be selected. 

Fefore termiratinc this study, several recommendaticns 
about tre proposed selection mcdel will be mentioned. 

First, the application of the new selecticn strategy not 
cnly eliminates the subjective decisions of the selectcrs 
Lut also decreases tke complaints of those not selected for 
cverseas ecucaticn. 

Seccnd, the coukined information from the application 
tlanks, tte appraisal cf past performance, and the interview 
can Le used as the key for screening out extremely unguali- 
fied applicants baseò cn the personal characteristics ran 
ranagement education. 

Third, this analytical approach provides the “gen wm 
tasis fcr redesigning cther selection systems. 

Fourth, good career plans for overseas educaticn cri 
cers shculd support the application of the proposed 


selecticr system. 


27 


EIN English language and mathematics training can 
ssa cetro Iicavgdtal"Ss chance of learning and  urder- 
standing the essential theory cî management educatior. 

Sixtt, The Education Department can make systematic and 
raticral selection decisicns by the application cf the 
Eropcsed mcdel. 

Seventh, Scientific methods utilizing a different 
dpprcach fcr evaluaticn of the personal characteristics 


should re designed arc applied. 
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APEENLIX À 
SPSS PRCCEAM FOB REGRESSION ANALYSIS 
cun rame thesis 
file rate thesis 


variable list UNIVSECL,FIRO,IOT,S PRICES ie 
ECO, EENG,HMATE, GRAD 

var larles UNIV, university grade/ 
ECL, English ccuprehension score/ 
FIRC, NPS first quarter Grade, 
IOT, APS total avera cm rodo 
STAT, university Statistics grace? 
ENG, university English grade/ 
MATH, university matnematics grade/ 
ECO, university economics grade/ 
HENG, high schcel English grade” 
EMATE, high school mathematics Grade, 
GRAD, NPS graduate course grade 

EE EE 

input medium card 

in pot er tae fixed (IX,F4s2,F3.0,2 (28 4. 
6(1XI422), 2X2 04022) 

missirg values STAT (-1) ,5N6(-2) NATI ae 
HENG (-5) HM ATH (7-6) , UNIV (-7) 


read input data 


Scatter crar FIRG (2,4) with UNIV (2:4) 
FIRQ (2,4) with ECL(70, 100) 

ODE CI 2TH t ON, 

statistics all 


new regression descriptives/missing-meansubstituticn/ 
variakles=UNIV,TOT, FIRQ,MATH, FAG,ECCE, nn 
Statistics-all/ 
dependent-TCT,FIRQ,GRAD/ENTIER UNIV, 
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ÉD DAME ENG, ECO STAT/ 
depertent=TCT,FIRy,GRAD/ 

Stepwise UNGWerGmIATH, ENG, ECC, STAT/ 
dependent=TCTyenter FIRC, GRAL/ 
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APL PRCGPAM FOR QUADRANT ANALYSIS 


p x park Y; INC; NES; cnl; ch2F cien 
PRE; EASE; SAT; SEI 
P20 
INCA 2.4 
NES c3 
I€ 1 
JE? 
cua 
chz«- ry 
L2:\ES& ch2f NPS 
Need E 
clety {INCSX)A(NPSSY) 
C26€4/ (INC>X) A (NPS<Y) 
C3€4/ (INC)X)A{NPS?}}) 
Cuha+/ (INC XJA (NPS? Y) 
C5eC1+C24+C3+C4 
PRPE[CTISCS)TCS 
BASEC(C1*C2)7C5 
Sec ue eu) 
SELE (C1+C4)TCS 
P.E,;C1,EZ,cC3,C4, PEEZBA SEY AT, au 
I-I+1 

INC-INC+0.1 
31111110 

Ie 1 

INC 2.4 

JeJ+H 1 

NESCNES*0.1 

DI ZA UC 

Ee 70 8 PP 
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EE 0E UINCENESSUCHIS cb2599c 1l; C2; C3; 
PIES LASEP; SAI; SEI 
Pe 16 
INC 8C 
NES& 3 
Ex A 
JE i 
chile Px 
Soc py 
Eh E gek ZEN ES 
LI:INCe chlfINC 
clé ty (INCK X)A (NPSSY) 
C2€+/ (INC>X)A (NPS< Y) 
C3e+/ {INC >X) À (NPS»Y) 
Chety (INCSX)A (NPS>Y) 
©5¢C14#Cz2+C3+C4 
PRE€(C1+C3)4+C5 
BASFe(c1+C02)+C5 
SATEC1T1C14C4) 
SEI€{C14C4)=C5 
hme |,C2,¢63 ,C4,PRI,EASE, SAT,SFEL 
IETF] 
INC&INC+1 

3L 1111<12 

ce 1 

INcé aC 

Jéct 1 

RES ENFETC, ] 

SI ZALILE 

Pest e PP 


cu; 


Es 


[RIA FOR IBIS STUDY 


(rE) (4) (3) (6) (7) (8) (9) (10) wan 
2.61 90 2.93 2.58 2.00 3.29 1.67 3.00 “o NM 
3.07 $6 3.94 3.65 2.00 2.67 3.50 39750892 70V n 
2-42 EE 2.90 3.21 2.00 3.00 3,00 32900920059 e en 
3.19100 3.82 3.47 1.00 4.00 4.00 3.290024 20009 Ct NER 
2.88 8C 3.18 3.15 2.00 2.50 0200 47000270672 to a 
3.05 S7 3.53 346 :.00 3.57 3:00 4.D0 ET en 
2,92 66 3.33 3.4S 3.00 2.50 3.00 2.240 ZII 
2./9 92 3.67 3.51 2.50 3.00 3.00 3200 DS A 
3.06 81 3.33 2.37 2.00 2.75 4.00 329000 DEI TOR: 
2.71. 81 2.35 3.34 2.00 3.00 2.33 3200 5 eee 
2.65 80 3.00 2.26 2.00 3.06 3.00 2250205 oa en 
2.50 83 3.15 3.12 2.00 2.67 2450 3293C n ee 
2.45 €2 3.00 3.12 2.00 2.30 2.33 4.90 3. 55; ORE 
3.22 81 3.28 3.53 3.00 3.81 4.00 4.00 3-20 EEN 
2.414 55 3.37 23.31 :.00 3.81 3.00 2.90 “200. T TEET 
X E A SE x X X X X X ES e 
x CN ASS MONET X X x x X X So 
X SU pO 3205/6 X x x x X X NEUE 
X 929 a x X x X X X RR e 
Sot Mo x 2 003.30 14500 3.90 BEBO niO x 
SE gaa oA X 3.00 3.30 3.00 32007 E MC X 
Zoo Se ol ee IH x 3.00 3.00 3.00 20000 lado x 
SON oM e x 2,00 3.00 4.00 3.00 Oca X 
zo mod toe X 4.00 2.10 3.75 24.00 PLE X 
DE X 2.00 2.75 3.20 2500 4000 nn X 
21 EE 18 z 1 2 21 Zi 21 SH 19 


(1) 
(2) 
(3) 
(4) 
(5) 
(6) 
(7) 
(3) 
(9) 


University 


grade 


Score cf Englisl compretension level test 


NES first quarter grade 


NES tctal averace grade 


Cniversity 
University 
University 


Criversity 


statistics grade 
English grade 
mathenatics grade 


econcnics grade 


Eigk schooi English grade 


(10) High school matkematics grade 


(Wi) NES graduate ccurse grade 
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